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Association and Berkshire Union Free School District Collective Bargaining Agreement. Please 
make note that the School Intervention Worker's are currently not covered under this contract. 
This contract was settled before the Intervention Worker's were voted into the Union effective 
December 1.2005. 
If you have any questions please feel free to contact me at your convenience. 
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PREAMBLE 
This Agreement, entered into this lSt day of , 2005 by and be- 
tween the Chief Executive Officer of the Berkshire Union Free School District 
(hereinafter referred to as the Superintendent) and the Berkshire Teachers' Asso- 
ciation (hereinafter referred to as the Association) sets forth those terms and con- 
ditions of employment negotiated and agreed to by the parties. 
ARTICLE 1 - RECOGNITION 
The Board of Education ("Board") of the Berkshire Union Free School 
District ("District") hereby recognizes the Association as the exclusive negotiating 
agent for a bargaining unit comprised of all full-time and part-time classroom 
teachers, all full-time and part-time special subject area teachers, all teachers of 
speech and hearing handicapped, school psychologist(s) , social worker(s) , guid- 
ance counselor(s) , the librarian(s) , the Department Chairpersons, coordinators, 
full-time and part-time teaching assistants. This recognition, except as otherwise 
expressly provided for in this Agreement, extends to the foregoing titles solely 
during the period September 1 - June 30. The period of unchallenged representa- 
tion shall be as provided by law. 
"Part-time" shall mean any bargaining unit member employed to work 
50% or more of the regular work week. Employees who work less than 50% of a 
regular work week and all substitutes are not included in the bargaining unit. 
ARTICLE 2 - NEGOTIATION PROCEDURES 
2.1 Commencing Negotiations. Either party to this agfeement may initi- 
ate negotiations for a successor agreement on or before March 1 in the final year 
of this agreement. Notice shall be in writing addressed to the Superintendent if 
requested by the Association, or to the President of the Association if requested 
by the Superintendent. 
2.2 Negotiations. 
A. Both parties agree to negotiate in good faith in an attempt to 
reach mutually satisfactory agreement on terms and conditions of employment. 
Each party will present relevant data, exchange points of view, and make propos- 
als and counter-proposals. 
B. Neither party in any negotiation shall have any control over the 
selection of representatives of the other party and each party may select its repre- 
sentatives from within or outside the school district. 
C. The parties hereto mutually pledge that their respective repre- 
sentatives are empowered to make proposals, consider proposals, and reach com- 
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promises in the course of negotiations. However, no agreement will be final until 
ratified by the Board of Education and the Association. 
2.3 Agreements. 
The Association will make provisions for the printing of the final 
agreement with the costs for labor and materials to be paid by the Association. 
Twenty copies will be delivered to the Superintendent within ten (10) working 
days after signature by both parties. The Association will distribute one copy to 
all bargaining unit members presently employed and hereafter employed. 
ARTICLE 3 - ORGANIZATION RIGHTS 
3.1 The Association may hold general meetings of its membership on 
such days as other professional or contractual duties do not take precedence. Al- 
though the Association may initially choose the location of such meeting, the Dis- 
trict shall have the right to require that such location be changed for legitimate 
District purposes. 
3.2 Officers and individual members of the Association may meet infor- 
mally about Association business on school grounds a t  such times and places 
that do not interfere with their professional duties or normal school operations. 
3.3 Fifteen minutes will be provided to the President of the Association on 
the first day of each school year to address the entire faculty about the Associa- 
tion. 
3.4 The Association is guaranteed use of school mailboxes to communi- 
cate with its members regarding Association business. Association officers shall 
be responsible for said distribution. 
3.5 Meetings of the Board of Education will not be held during the school 
day, except in an emergency. In the event that an emergency board meeting is 
held during the school day, the Association President or his/her designee shall be 
excused from his/her assigned duties for the purpose of attending the meeting. 
3.6 A copy of the minutes of all Board of Education meetings will, when 
approved, be provided to the Association President. 
3.7 The Association shall be provided with photocopies of all materials 
that the District is obligated to make public pursuant to the Freedom of Informa- 
tion Law. The Association shall pay the fees for said photocopies, provided that 
said fees shall not exceed twenty-five cents per photocopy. 
3.8 Dues Deduction 
A. The District shall provide that dues for the Association be de- 
ducted from salaries of members of the bargaining unit in accordance with the 
following rules and regulations. Dues so deducted will be paid to the treasurer of 
the Association. 
B. Members of the Association shall authorize such dues deduc- 
tions in writing and submit such authorization to the Business Office. Dues de- 
ductions shall remain in effect until written revocation is submitted by the 
bargaining unit member to the Business Office. This revocation must be made 
within the first month of the school year. 
C. The Treasurer of the Association shall inform the Business Of- 
fice within the first week of school what the total amount of Association dues de- 
ductions will be for each member for the current school year. 
D. The District will deduct dues from the salaries of Association 
members in 16 equal installments during 16 pay periods of the school year com- 
mencing with the first paycheck in October. 
E. It is  specifically agreed that the District and Board assume no 
obligation, financial or otherwise, arising out of provisions of this article beyond 
the actual deduction and transmittal of funds so deducted. The Association 
agrees that it will indemnify and hold the District and Board harmless from any 
and all claims, actions, demands, suits or proceedings by an Employee or any 
other party arising from acts or omissions surrounding the use  of such monies 
after transmittal a s  provided in this Article. 
F. Once the funds are remitted to the Association, their disposi- 
tion thereafter shall be the sole and exclusive obligation and responsibility of the 
Association. 
3.9 There will be no reprisals of any kind against a bargaining unit mem- 
ber by either the District or the Association or their respective representatives by 
reason of membership or lack of membership in the Association or participation 
in activities of the Association. 
3.10 Association Leave. Up to a total of ten days per annum without loss 
of pay will be available for authorized personnel to attend to Association business 
off campus. Persons permitted to use one or more of these days must be desig- 
nated by the Association President. Said designation must be made to the Super- 
intendent, in writing, no less than two working days prior to the day of leave, and 
must be accompanied by the Association check for the cost of the substitute(s). 
Substitute cost is understood to include the compensation paid to the substitute 
a s  well as the District's contribution to Social Security, Worker's Compensation 
and Unemployment Insurance. Some of the ten days available for Association 
business may be used for business to be taken care of a t  school or on campus, 
with the prior approval of the Superintendent. 
ARTICLE 4 - MANAGEMENT RIGHTS 
Subject to the provisions of this Agreement, and provisions of law, the 
Board and the Superintendent reserve and retain full rights, authority and discre- 
tion, in the proper discharge of their duties and responsibilities, to control, su- 
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pervise and manage the District and its professional staff, to determine and ad- 
minister educational policy, to operate the school and to direct the professional 
staff, and otherwise retain all rights, authority and discretion which are exclu- 
sively vested in the Board or in the Superintendent under governing law, ordi- 
nances, rules and regulations as set forth in the Constitution and the Laws of the 
State of New York and the United States of America. 
ARTICLE 5 - RIGHTS AND RESPONSIBILITIES 
5.1 The parties recognize that the availability of optimum school facilities 
for both students and bargaining unit members is desirable to insure the high 
quality of education which is 
the District. 
A. The District 
1. One room, 
lounge. 
the goal of both the bargaining unit members and 
agrees to provide: 
furnished, shall be reserved for use as a staff 
2. Adequate parking facilities shall be made available to the bar- 
gaining unit members. 
B. The bargaining unit members will have reasonable access to 
school photocopying machines to facilitate the preparation of instructional mate- 
rials. 
5.2 In order to minimize student behavioral problems the parties agree 
that the District, the Association, and individual bargaining unit members shall 
each strive to address the emotional, social and behavioral needs of the students .. 
in order to support their academic achievement in a safe, orderly and harmonious 
learning and teaching environment. 
5.3 A. The District shall select and assign no less than four (4) people 
during teacher hours to assist in maintaining a safe, orderly and harmonious 
learning environment. 
B. The District shall inform bargaining unit members of any crisis 
situations in a student's life which, in the judgment of the Superintendent, may 
manifest itself in drastically or dramatically different behavior by the student. 
C. The District shall provide student support services, counseling, 
removal from class, or in extreme cases, suspension from school when the Super- 
intendent determines that this is warranted. 
5.4 Faculty Advisory Council 
There shall be a committee known as the Faculty Advisory Council. 
The Council shall consist of the Superintendent and such other members of the 
District's Administration which (s)he shall from time to time designate, and no 
more than one teacher from each department plus the Association President, a 
Student Services employee and one teaching assistant. The Association President 
shall assign the bargaining unit members on or about September 2 1 of each year. 
There shall be no limit on consecutive annual service. The Council shall meet at 
least once per month. The Council shall advise the Superintendent on matters 
pertaining to the educational mission of the District. 
The annual school calendar shall be a subject of consideration by the 
Faculty Advisory Council. 
The Council may, with the consent of the Superintendent and the As- 
sociation President, invite non-council members to attend and participate in any 
Council meeting for any purpose. The Council's powers shall be limited to those 
of a n  advisory or consultative nature. 
In no instance shall the Council make decisions on mandatory topics 
of bargaining or on District matters. 
Proper@ Losses 
A. School Property. Bargaining unit members will not be held re- 
sponsible for the accidental loss or damage of school property. Bargaining unit 
members will be responsible for supervising student use of school property and 
equipment. 
B. Personal Property. A bargaining unit member may file a claim 
and the Superintendent may compensate, a t  her/his discretion, bargaining unit 
members for the reasonable cost of any clothing or other personal property dam- 
aged or destroyed as the result of assault, vandalism or theft suffered by a bar- 
gaining .unit member while acting in the discharge of his/her duties within the 
scope of his/her employment. 
5.6 Phvsical Examinations 
A. A physical examination shall be required as a condition of em- 
ployment. 
B. Each bargaining unit member shall be required to submit to a 
tuberculosis test (PPD Test) annually. This provision shall not restrict the Board 
from requiring physical examinations of bargaining unit members under 59 13 of 
the Education Law. 
5.7 Teacher Protection 
The Board of Education provides the protections specified in Sections 
3023, 3028 and 381 1 of the Education Law of the State of New York in accor- 
dance with the procedures contained in such Sections. 
ARTICLE 6 - TEACHING CONDITIONS 
6.1 A. The work week for teachers shall not exceed 30 hours and 55 
minutes, excluding lunch. Each work day shall begin no earlier than 7:30 a.m. 
and end no later than 3:45 p.m. 
B. The work week for teaching assistants shall not exceed 35 
hours per week, excluding lunch. The work day shall begin no earlier than 7:30 
a.m. and end no later than 3:45 p.m. 
C. The work day and work week for social workers, guidance 
counselors, teachers of speech and hearing handicapped and school psycholo- 
gists shall be generally the same as that for classroom teachers, but it is under- 
stood that their regular work week and their work day may extend before and/or 
after the starting and/or ending times of the work day and work week set forth in 
"A" or "B" above. 
6.2 The school year shall consist of not more than 182 work days be- 
tween September 1 and June 30, which includes an orientation and gradua- 
tion/recognition day. The work year for guidance counselors shall be the school 
year as  defined herein plus an additional eighteen (18) days, such days to be de- 
termined by the District. Guidance counselors will be paid 1 / 182 of his/ her sal- 
ary schedule salary for each additional day (s)he is required to work. 
6.3 A. The regularly assigned load per teacher per day shall not ex- 
ceed a maximum of 84 students per day. 
B. Teaching assistants shall be assigned duties consistent with, 
but not limited to, those assigned to such position in the past and any other du- 
ties related to such position. 
C. In accordance with Education Law 3029, each bargaining unit 
member shall be given a daily duty free lunch period which shall not be shorter 
than the length of a daily instructional period. 
6.4 A. The number of regularly assigned classes a teacher will teach 
per day will not normally exceed six; however in the event scheduling requires 
that a teacher be assigned more than six classes per day said teacher will not be 
assigned more than 30 in a week. 
B. The number of class assignments for each teaching assistant 
shall not exceed ten (10) periods per day with a minimum of one duty free period 
and one duty free lunch. 
C. Each teacher shall be freed of classroom teaching assignments 
for a t  least ten periods per week. Five of such periods shall be reserved for 
teacher preparation, during which time the District will not make any demands of 
any kind on the teacher's time. Upon teacher request, every effort will be made to 
provide one preparation period per day. Five of such periods shall be reserved for 
teacher supervision, during which time the District may require that the teacher 
perform such duties as, but not limited to, the following: conferencing with De- 
partment Chairpersons, supervisors, coordinators, and/or other staff relating to 
professional practices and their implementation; and supervising of students at 
performances and assemblies, (the number of students will not exceed 12 (twelve) 
a t  any one time), except under emergency circumstances. Supervisory duties 
will, to the extent practicable, be assigned equitably. 
D. The District may assign a teacher who is on teacher supervi- 
sion time to supervise the individual classroom and students of an unavailable 
teacher, provided it has first attempted and failed to cover the absent teacher's 
class by the following means: (1) hiring an outside substitute; (2) requesting 
teacher volunteers from within the bargaining unit; (3) assigning a teaching assis- 
tant. Any teacher who is so assigned by the District, and who is on or below 
Level 10 of the Teacher Salary Schedule in effect on September 1 of the current 
school year, shall be paid 118 of the daily rate of pay a t  Bachelor's level 5 of said 
Teacher Salary Schedule. Any teacher who is so assigned by the District, and 
who is on or above Level 11 of the Teacher Salary Schedule in effect on September 
1 of the current school year, shall be paid 118 of the daily rate of pay at  Master's 
Level 12 of the Teacher Salary Schedule. "Daily rate of pay" means 11182 of the 
teacher's salary schedule salary. Such assignments shall, to the extent practica- 
ble, be apportioned equitably. 
1. Any teaching assistant who is assigned by the District to substitute for 
an absent teacher shall be paid $5.00 per period, excluding prep periods 
and lunch, u p  to a maximum of $30.00 per day. Such assignments 
shall, to the extent practicable, be apportioned equitably. 
'2. Any teaching assistant who is assigned to intervention duty shall be 
paid $5.00 per period, excluding lunch, up to a maximum of $30.00 per 
day. Such assignments shall, to the extent practicable, be apportioned 
equitably. Teaching assistants will have the right to refuse an assign- 
ment to intervention worker duties. 
E. The District may request of a teacher who is on preparation 
time that (s)he teach (not merely supervise) the class of an unavailable teacher. 
The teacher shall have an absolute right to refuse such a request. A teacher who 
teaches in response to such a request and who is on or below Level 10 of the 
Teacher Salary Schedule in effect on September 1 of the current school year, shall 
be paid 118 of the daily rate of pay at Bachelor's Level 5 of said Teacher Salary 
Schedule. Any teacher who is so assigned by the District and who is on or above 
Level 11 of the Teacher Salary Schedule in effect on September 1 of the current 
school year, shall be paid 1 /8 of the daily rate of pay at Master's Level 12 of said 
Teacher Salary Schedule. Daily rate of pay means 1/  182 of the teacher's Salary 
Schedule salary. 
6.5 Teachers shall attend Faculty Meetings convened by the District twice 
per month. These Meetings shall be held after the end of the teacher workday 
provided for in Article 6.1 of this Agreement. 
Bargaining unit members shall be required to attend a community 
meeting, which is held once per month. 
6.6 Teachers of Math, Science, Social Studies, English and Foreign Lan- 
guages shall not be assigned more than three preparations per day. Any such 
teacher and the Superintendent may mutually agree to a greater number of 
preparations. "Preparation" means a grade level assignment. Thus, by way of ex- 
7 
ample, an assignment of three levels of eighth grade mathematics would consti- 
tute one preparation. 
ARTICLE 7 - SUMMER SESSION 
7.1 Notice of the District's impending summer session will be made not 
later than April 15 preceding said session by providing notice in writing to each 
unit member. Said notice will provide the unit member with the opportunity to 
notify the District of their interest in a summer school position. Thereafter, the 
District will notify each unit member of their summer school assignment. The 
parties acknowledge that if there are not enough assignments for bargaining unit 
members who are interested in teaching summer school, the teacher(s) with the 
most District wide seniority, appropriate certification and who have taught the 
subject(s) in the District for at least one semester within the past five school 
years, shall be awarded the position(s). 
7.2 Members of the bargaining unit shall be given first preference for 
summer positions for which they qualify. However, such preference must be ex- 
ercised not later than May 1. 
7.3 Summer terms and conditions of employment for bargaining unit 
members regularly employed by the District during the preceding school year will 
be in accordance with the contract except for Article 11.6 and Article 12., except 
where specifically indicated otherwise. The benefits provided for in Article 1 1.1, 
11.2, 11.3, 11.4 and 11.5 shall be available only to those summer session bar- 
gaining unit members who have not exhausted these benefits prior to the com- 
mencement of the summer session. 
7.4 Provided that a salary schedule for the new school year has been 
agreed to and ratified by the parties prior to July 1, each member of the bargain- 
ing unit who teaches during the summer session shall be paid a per diem rate of 
pay of 1 / 182 of that new salary schedule salary. If a new salary schedule has not 
been agreed to and ratified by the parties prior to July 1, (including times when 
an agreed upon increase is tied to the state rate), bargaining unit members who 
teach during the summer session shall be paid at the rate they were receiving 
during the prior school year. 
ARTICLE 8 - DEPARTMENT CHAIRPERSONS AND COORDINATORS 
8.1 A. The District has created the position of Department Chairper- 
son and it shall retain the right to abolish any such position at the end of any 
school year. The methods of selection and qualification for appointment to the 
Department Chairperson positions shall be determined by the District. Such 
methods and/or qualifications may be amended by the District annually. 
B. Appointments to the position of Department Chairperson shall 
be made annually upon the recommendation of the Superintendent and approval 
of the Board of Education. Department Chairperson appointments shall com- 
mence on September 1 of each year and expire on June  30 of the next year. 
C. The duties of the Department Chairpersons shall be estab- 
lished and published by the Superintendent in a written job description. These 
duties may be changed annually by the Superintendent to meet the needs of the 
District. Job descriptions shall be made available in the District Office for inter- 
ested applicants prior to the deadline for applications. 
D. The teaching load of each teacher appointed to the position of 
Department Chairperson may be reduced by the District whenever possible by 
one teaching period per day during the term of that teacher's appointment. 
E. The annual stipend for the position of Department Chairperson 
shall be $1,350 effective July 1, 2005. 
F. A teacher who is appointed to the position of Department 
Chairperson for any September 1 - June 30 term who elects to teach in the im- 
mediately subsequent Summer Session shall also, a t  the discretion of the Super- 
intendent, serve as Department Chairperson for that Summer Session. 
G. Each teacher appointed by the Superintendent as a Summer 
Session Department Chairperson shall be paid one-sixth (116th) of the regular 
school stipend and his/her Summer Session teaching load may be reduced by the 
District whenever possible by one teaching period per day during the term of 
his/ her summer appointment. 
8.2 A. The District may create Coordinator positions and it shall re- 
tain the right to abolish the positions at the end of any school year. 
B. Appointments to the position of Coordinator shall be made an- 
nually upon the recommendation of the Superintendent and approval of the 
Board of Education. Coordinator appointments shall commence on September 1 
of each year and expire on June  30 of the next year. 
C. The duties of the Coordinators shall be established and pub- 
lished by the Superintendent in a written job description. These duties may be 
changed annually by the Superintendent to meet the needs of the District. Job 
descriptions shall be made available in the District Office for interested applicants 
prior to the deadline for applications. 
D. The teaching load of each teacher appointed to the position of 
Coordinator may be reduced by the District whenever possible by one teaching 
period per day during the term of that teacher's appointment. 
E. The annual stipend for the position of Coordinator shall be 
$300.00. 
F. A teacher who is appointed to the position of Coordinator for 
any September 1 - June 30 term who elects to teach in the immediately subse- 
quent Summer Session shall also, a t  the discretion of the Superintendent, serve 
as Coordinator for that Summer Session. 
G. Each teacher appointed by the Superintendent as a Summer 
Session Coordinator shall be paid one-sixth (1/6th) of the regular school stipend 
and his/her Summer Session teaching load may be reduced by the District when- 
ever possible by one-teaching period per day during the term of his/her summer 
appointment. - 
8.3 A. The District has created the position(s) of Computer Mentor 
and it shall retain the right to abolish the positions at the end of any school year. 
The methods of selection and qualification for appointment to the mentor position 
shall be determined by the District. Such methods and/or qualifications may be 
amended by the District annually. 
B. Appointments to the position of Computer Mentor shall be 
made annually upon the recommendation of the Superintendent and approval of 
the Board of Education. Mentor appointments shall commence on September 1 
of each year and expire on June 30 of the next year. 
C. The duties of Computer Mentor shall be established and pub- 
lished by the Superintendent in a written job description. These duties may be 
changed annually by the Superintendent to meet the needs of the District. Job 
descriptions shall be made available in the District Office for interested applicants 
prior to the deadline for applications. 
D. The District has created the position of teacher mentor. The 
methods of selection and qualification for appointment to the mentor position 
shall be determined a s  outlined in the professional development plan. Such 
methods and/or qualifications may be amended by the District annually. 
Teacher mentors shall be chosen from teachers who apply. Teachers will not be 
assigned involuntarily. 
E. The annual stipend for the positions of teacher mentor and com- 
puter mentor shall be $500. 
F. A bargaining unit member who is appointed to the position of 
Teacher Mentor or Computer Mentor for any September 1 - June  30 term who 
elects to work as a teacher or teaching assistant in the immediately subsequent 
Summer Session shall also, a t  the discretion of the Superintendent, serve as 
Teacher Mentor or Computer Mentor for the Summer Session. 
G. Each bargaining unit member appointed by the Superintendent 
as a Summer Teacher Mentor or Computer Mentor shall be paid one-sixth (1/6th) 
of the regular school stipend. 
8.4 The CSE Chairperson shall receive a stipend equal to that of a De- 
partment Chair. The CSE chair duties and stipend may be divided equally be- 
tween two people. 
ARTICLE 9 - EXTRA CURRICULAR ACTIVITIES AND COACHING 
9.1 The District will post vacancies in coaching positions at least two 
weeks before the deadline for receiving applications. 
9.2 Where the qualifications of applicants for coaching positions or extra- 
curricular positions who are members of the bargaining unit and applicants who 
are not members of the bargaining unit are, in the opinion of the Superintendent, 
equal, the Superintendent shall appoint the bargaining unit member to the posi- 
tion. However, once a non-bargaining unit member is appointed, the District may 
re-appoint such incumbent, in the subsequent years, over a bargaining unit 
member if, in the opinion of the Superintendent, the incumbent non-bargaining 
unit member is qualified for the position. Coaching stipends paid to the bargain- 
ing unit members will be reported to the New York State Teachers' Retirement 
System as salary received for retirement benefit purposes. However, such sti- 
pends shall not be applied to their base contract salaries for purposes of calculat- 
ing annual increases to the base salaries of teachers and teaching assistants 
currently pending or that may be negotiated in the future. 
9.3 The District will post vacancies in extra-curricular positions at least 
two weeks before the deadline for receiving applications. 
9.4 Coaches shall be paid in accordance with the stipend Schedule F at- 
tached hereto. 
9.5 Payment for extra curricular positions shall be made in accordance 
with the following: 
A. Any teacher who is assigned by the District to an extra curricu- 
lar position and who is on or below level 10 of the teacher salary schedule in ef- 
fect on September 1st of the current school year, shall be paid $20.00 per hour. 
Any teacher who is so assigned by the District and who is on or above level 11 of 
the teachers' salary schedule in effect on September 1st of the current school year, 
shall be paid $25.00 per hour, effective July 1, 2005. 
B. Any teaching assistant who is assigned by the District to an ex- 
tra curricular position and who is on or below level 9 of the teacher assistant sal- 
ary schedule in effect on September 1st of the current school year, shall be paid 
$20.00 per hour. Any teaching assistant who is so assigned by the District and 
who is on or above level 10 of the teaching assistants' salary schedule in effect on 
September 1st of the current school year, shall be paid $25.00 per hour, effective 
July 1, 2005. 
ARTICLE 10 - CLASSROOM OBSERVATIONS AND EVALUATIONS 
10.1 The District shall perform observations and evaluations of all bar- 
gaining unit members. The parties subscribe to the philosophy that the intent of 
observations and evaluations is to improve instruction, and thereby student 
achievement. To that end, the parties agree that the administration shall work 
collaboratively with the bargaining unit members in the process outlined below. 
A. Non-tenured bargaining unit members will participate twice 
each year in a direct observation process and in an  annual summative evaluation. 
(See 10.3A - 10.5 for details). 
B. Tenured bargaining unit members will follow the direct obser- 
vation process, or after their fourth year of employment in the district they may 
select the two-three year professional growth Plan Option. 
For those tenured bargaining unit members who select the two-three 
year professional growth plan option, an annual review and a final summative re- 
port will be prepared collaboratively by the bargaining unit member and the ad- 
ministrator. Both parties will sign this summary, and a copy will be placed in the 
bargaining unit member's personnel file. The bargaining unit member's signature 
shall not be interpreted to mean that she/he agrees with the content of the sum- 
mary. (See 10.3 B for details) 
10.2 Nothing in this article shall be construed to prohibit district administrators 
or department chairpersons from visiting a bargaining unit member engaged in 
instruction or other educational activities. Department chairpersons shall not 
conduct formal evaluations of other bargaining unit members. 
10.3 Professional Development Options 
A. Direct Observation Process: The direct observation cycle be- 
gins with a pre-observation conference between a bargaining unit member and 
administrator. 
A pre-observation conference will be required for all bargaining unit 
members prior to each observation. The relevant Evaluation/Observation Form 
will be used for each bargaining unit member for the following categories: Teach- 
ers, Teaching Assistants, Student Services (school counselor, psychologist, social 
worker, speech therapist) and Library Media Specialist. 
During the pre-conference, the discussion will focus on review of the 
evaluation rubrics and process of observation/evaluation as described on the 
evaluation form. This conference will take place not more than five school days 
prior to the date of the observation. 
The administrator will make every effort to observe on the identified 
date and period. If unforeseen circumstances arise preventing this; however, the 
administrator will notify the bargaining unit member of a n  alternate date in the 
same instructional period within the next three school days. 
A Post-observation conference will be held within 5 school days after 
the observation. Both parties will tentatively complete the rubric and rate the 
bargaining unit member on all criteria. During the conference, the parties will 
discuss their responses and will collaboratively arrive at  an assessment of the 
unit member's performance and generate suggestions for future growth. 
Within five school days after the post-conference, the administrator 
will provide the bargaining unit member with a copy of the scoring rubric and 
his/her scores in each area, along with a narrative summary of the major profes- 
sional goals and strategies identified in the post-conference. The bargaining unit 
member will be asked to sign the document and may add a statement of his/her 
own if desired. The completed document will be placed in the bargaining unit 
member's personnel file. 
Evaluations related to Student Services and Library Media Specialist 
have been adapted in the same rubric format as that of teachers to assure consis- 
tency in the professional evaluation responsibility. These adaptations take into 
consideration a collaborative, self-evaluative format, acknowledging the ongoing 
nature of the job responsibility that does not lend itself to limited observations. 
B. Two-three Year Professional Growth Plan Option 
This option is designed for tenured bargaining unit members 
who have a t  least four years of full-time experience in the Berkshire Union Free 
School District. The Professional Growth Plan allows a bargaining unit member 
to research, develop and implement a specific plan of innovation or improvement 
which expands his/her current repertoire of the teaching-learning process in 
his/ her professional assignment. 
The bargaining unit member will propose to the administrator a 
written plan. Goals will be comprehensive, long-range, and support the district 
goals. Collaboratively, the bargaining unit member and administrator will clarify 
the plan's focus, discuss ways to assess results, and mutually agree on a final 
plan. This option requires a two-three-year commitment by both the bargaining 
unit member and the administrator. 
Further, goals should be clearly communicated and agreed 
upon by the appropriate administrator by June 1 of the school year prior to the 
implementation of the Growth Plan. The goal(s) should be a natural outgrowth of 
genuine reflective and responsive practice and for that reason may also include 
personal/professional goals.. The goal plan shall include targets and dates to 
reach during the respective years of the plan. 
During the final year of the plan, a summative report submit- 
ted by the bargaining unit member will include comments, commendations, and 
recommendations from the administrator. The bargaining unit member and the 
evaluating administrator will meet at the end of each year of the goal-setting plan 
to assess progress. Further, there will be on-going discussions throughout the 
two-three year process to provide meaningful professional growth for the im- 
provement of teaching and learning. 
10.4 Teacher Improvement Plan 
. Teacher Improvement Plans may be necessary to direct the develop- 
ment of individual instructional skills and professional growth when there are 
apparent uncorrected deficiencies. Deficiencies for teachers are first identified in 
the evaluation framework and discussed in the post-observation or evaluation 
session with the administrator. A Teacher Improvement Plan may be imple- 
mented when significant progress toward addressing concerns as specified in the 
Teacher Improvement Plan document is not made in a reasonable amount of 
time. 
When deficiencies compromise student safety, health or well being, or 
seriously impede student learning, the administrator will immediately implement 
a Teacher Improvement Plan for the bargaining unit member. The Improvement 
Plan process will be collaboration between the administrator and teacher and 
shall include: 
Identification of practice(s) in need of improvement 
Definition of the expected demonstration of improvement 
Recommendations to facilitate improvement 
A reasonable timeline of remediation 
Signed copies of the plan will be distributed to the evaluator, the bar- 
gaining unit member and the Superintendent. 
10.5 Summative Evaluation Report 
At the end of each year, the administration will complete a summa- 
tive evaluation on each probationary bargaining unit member. The summative 
evaluation will reflect that year's observations and interactions in a cumulative 
manner noting areas of progress, areas in need of attention, target areas for con- 
tinued focus, an overall statement of performance level, and an indication of 
whether the bargaining unit member is progressing appropriately towards tenure. 
This document will also be used as a template for final recommendation of a pro- 
bationary candidate for tenure to the Board of Education when she/he becomes 
eligible. 
10.6 Personnel Files 
A. Bargaining unit members will have the right, upon reasonable 
request, to review the contents of their personnel file and to make copies of any 
document therein except that all pre-employment references and data shall be 
removed and will not be available for review and copy. A bargaining unit mem- 
ber, if she/he chooses, may be accompanied by a representative of his/her 
choice. A representative of the employer may be present during any review. 
B. No material derogatory to a bargaining unit member's conduct, 
service, character, of personality will be placed in his/her personnel file unless 
the bargaining unit member has had an opportunity to review it. the bargaining 
unit member will acknowledge that s /he  has had such an opportunity by affuring 
his/her signature to the copy to be filed with the express understanding that 
such signature in no way indicates agreement with the contents thereof. The 
bargaining unit member will also have the right to submit a written answer to 
such material and his/her answer shall be attached to the file copy. Such mate- 
rial, with the exception of classroom observation forms, shall be removed from a 
bargaining unit member's file upon presentation of evidence to the Superinten- 
dent that such information or material is false of inaccurate. 
Appendices to Accompany Article 10 (Professional Performance Reviews and Evaluations) 
Appendix A: Components of Professional Practice 
Appendix B: Feedback Form Containing Criteria and Scoring Rubrics for 
Teachers 
Appendix C: Criteria and Scoring Rubrics for Teaching Assistants 
Appendix D: Professional Development Proposal for All Student Services 
Staff, Tenured Teachers, and Tenured Teaching Assistants 
Appendix E: Evaluation of Professional Development Project (Self- 
Evaluation) 
Appendix F: Administrator's Evaluation Summary 
. Appendix G: Teacher Improvement Plan 
ARTICLE 11 - LEAVES OF ABSENCE WITH PAY 
1 1.1 Sick Leave 
A. Ten days of paid sick leave per annum shall be credited to each 
bargaining unit member on September 1 of each year. Twelve days of paid sick 
leave per annum shall be credited as of July 1 to bargaining unit members who 
are employed during the summer months and the regular school year. Paid sick 
leave shall be available for the illness of either the employee or one or more mem- 
bers of the employee's immediate family. Immediate family is defined as a bar- 
gaining unit member's spouse, child, parents, parents-in-law, siblings or 
grandparents. 
B. Sick leave credits unused will be cumulative to a total of 200 
days. The cumulative total may include unused personal days. Days so credited 
may be used as set forth in other specific sections of this Agreement. 
C. Any bargaining unit member taking four or more consecutive 
sick days may be required to submit a statement from the bargaining unit mem- 
ber's doctor or other certified health care provider, which shall be confidential, 
describing the nature of the illness, injury or disability. Sick leave pay may be 
denied if the bargaining unit member does not provide a doctor's statement de- 
scribing the nature of the disability from his/her physician within two weeks after 
return from the leave. 
D. In the event that employment ceases prior to earning the num- 
ber of days of paid leave used (i.e., a sick day for each month of employment), a 
deduction of the appropriate amount will be made from the final salary due upon 
termination of employment. 
E. Within fifteen (15) school days of the beginning of the regular 
ten-month school session, the District shall notify each bargaining unit member 
of the number of sick days in his/her individual account. 
F. Unit members who retire from the District with fifteen (15) 
years of full-time service with the District shall be paid for accumulated unused 
sick leave at the rate of $15 per day. 
11.2 Sick Leave Bank 
All bargaining unit members covered by this agreement may contrib- 
ute unused sick leave credits for the purpose of establishing and maintaining a 
bank of such credits which may be drawn upon by employees who have ex- 
hausted their sick leave credits. Use of credits from the bank will be subject to 
the following rules and procedures: 
A. A person must be a member of the Sick Leave Bank in order to 
withdraw days. 
B. To become a member of the Sick Leave Bank a person must 
agree to waive up to, but no more than, three days per year of his/her sick leave 
credits to the Sick Leave Bank. Such waiver will be made on a form provided by 
the Sick Leave Bank. 
C. Contributions will be accepted during the first month of each 
new academic year. A unit member who commences employment on a date other 
than the beginning of the school year shall have 30 calendar days to join the 
bank. Should the Sick Leave Bank be depleted during a school year and the need 
for additional days arise, bargaining unit members shall be allowed to contribute 
u p  to two days per member to replenish the bank for such need. 
D. Total days in the bank may not exceed three times the number 
of bargaining unit members in the bank. If the bank is at  maximum, new bar- 
gaining unit members may join, but their sick leave credits will be held in reserve 
until the bank falls below the maximum number of days. Reserve days will be 
added at  the same time as regular contributions. 
E. A person who waives days to join the Sick Leave Bank loses 
these days from his/her accumulated sick leave credits. The days become the 
property of the Sick Leave Bank assuming the individual has earned sick leave 
credits under the provisions of Section 1 1.1. 
F. Applications for use will be made to the trustees of the bank. A 
withdrawal of days from the Sick Leave Bank can be made only for an extended 
illness. An extended illness is defined as a single illness of more than five school 
days duration. Withdrawal of days from the Sick Leave Bank can be made only 
after all of a member's sick leave has been exhausted. Grants of bank time shall 
not exceed seven days times the number of years of service in the District. 
G. The trustees of the Sick Leave Bank shall consist of the Super- 
intendent and the designee of the Berkshire bargaining unit members Association 
as selected by the Association President. The decision of the trustees shall be fi- 
nal and binding and such decision will not be subject to grievances. 
H. The rules and regulations of the Sick Leave Bank will be dis- 
tributed to all bargaining unit members by the Association. 
1 1.3 Personal Leave 
A. Four days per annum will be credited to each bargaining unit 
member on September 1 to be used through August 31 for the purpose of per- 
sonal leave time. Personal leave does not result in the loss of pay. Personal leave 
will be used for the purpose of conducting business which cannot be carried out 
a t  other than the normal business day. A mortgage closing, religious holidays or 
school graduation(s) of a child are examples of approved leave days. Examples of 
reasons for which personal leave shall not be used are vacations, a second job or 
recreation. Personal leave cannot be used as sick leave. 
A bargaining unit member regularly employed by the District 
during the ten months preceding the summer session shall receive one additional 
personal leave day, credited as of July 1, if said bargaining unit member is em- 
ployed full time during the summer session. 
B. Personal leave is not cumulative for the purposes set forth in 
Section 11.3. Unused personal days will be added to the sick leave accumulation 
on August 3 1 in accordance with the provisions of Section 1 1.1. 
C. The use of personal leave requires advance notice. A bargain- 
ing unit member will notify the Superintendent or his/her designee in advance, in 
writing. In emergencies, the writing may be requested upon return from leave. 
D. The granting of personal leave is at the discretion of the Super- 
intendent. The employee requesting the use of personal leave shall not be obliged 
to state to the Superintendent the reason or reasons for which (s)he will use the 
requested leave. 
E. Personal leave will not be deducted from sick leave. 
1 1.4 Bereavement Leave 
A. Bereavement leave will be granted by the Superintendent, or 
his/ her designee. 
B. Up to three days per annum will be granted for the express 
purpose of attending the funeral for a member of the immediate family defined as 
spouse, parents, children, siblings, parents-in-law, and grandparents. 
C. Three days per annum will be credited to each bargaining unit 
member on September 1. For bargaining unit members commencing work after 
September 1, a pro-rated number of bereavement days shill be credited for that 
year. 
D. Bereavement leave will not result in the loss of pay for the time 
used. 
E. Bereavement leave will not be deducted from sick leave except 
as set forth in "G" below. 
F. Bereavement leave is not cumulative. 
G. In the event there is more than one funeral for a member of the 
immediate family accumulated sick leave will be available subject to all the condi- 
tions contained in this Article. 
1 1.5 Professional Conferences 
A. Bargaining unit members may be permitted to attend profes- 
sional conferences and meetings. Applications for permission to attend must be 
made to the Superintendent, in writing, at least two weeks in advance of the con- 
ference or meeting. 
B. The Superintendent may grant such leave without pay or ex- 
penses; with pay only; or with pay and reimbursement for necessary travel ex- 
penses, meals, lodging, and registration fees. 
1 1.6 Sabbatical Leave 
A. The primary purpose of sabbatical leave is to broaden the pro- 
fessional experience of a teacher and thus benefit the District and its students. 
B. At the end of not less than seven years of professional service 
with the District, a teacher may apply for sabbatical leave. Applications for sab- 
batical leave shall be submitted to the Superintendent not later than February 15 
prior to the school year during which the requested leave would occur. Appli- 
cants will be notified of the District's decision regarding such application no later 
than April 15. 
C. An application for sabbatical leave may be granted by the 
Board in its sole discretion based upon its determination of its value to the Dis- 
trict. In no case, however, shall the Board grant more than one sabbatical in any 
year, and the Board's determination of value shall be final and binding on all par- 
ties. Sabbatical leave shall be granted at 50% of the teacher's salary schedule 
salary. However, a teacher, at his/her sole discretion, may agree to waive pay- 
ment for the period of the sabbatical leave. 
D. As a condition of eligibility for a sabbatical leave the teacher 
shall submit an agreement in writing which includes the following: 
1. To continue in the employment of the District for at least 
one year following the termination of the leave. 
2. Prepare a detailed report of the benefits achieved during 
the leave and submit the report within 90 days of his/her return from the 
leave. 
3. The teacher is obligated to reimburse the District an 
amount equal to 75% of the compensation paid to the teacher by the District dur- 
ing the leave if the teacher fails to fulfill the terms of subdivision "1" of this para- 
graph. 
E. Any teacher on sabbatical leave must notify the Superintendent 
of his/her intent to return, in writing, no later than 90 days prior to the expira- 
tion of a twelve (12) month sabbatical leave and no later than 60 days prior to the 
expiration of a six (6) month sabbatical leave. A teacher's failure to timely notify 
the Superintendent of his/her intent to return will result in the District's immedi- 
ate termination of any salary payments due for the remainder of the sabbatical 
. - -  
leave and will be deemed an abandonment of the teacher's position with the Dis- 
trict. 
F. The District agrees to consider, without obligation to grant, al- 
ternative sabbatical leave applications. 
LEAVES OF ABSENCE WITHOUT PAY 
Child Rearing Leave 
A. Leaves of absence for child rearing purposes will be granted by 
the Board of Education for a maximum of two school years. 
B. Such leaves will be granted without pay or benefits except as 
otherwise required pursuant to the Family Medial Leave Act ("FMLAn) and District 
policy. 
C. Such leave will be an interruption of a probationary period and 
will not be counted for seniority purposes. Employees on such leave who are not 
entitled to the continuation of health insurance benefits under the FMLA may 
continue hospitalization insurance at their own cost providing premiums are paid 
to the District quarterly, in advance. 
D. Illness, during and as a result of pregnancy, but prior to the 
beginning of a child rearing leave, will be regarded in the same manner as illness 
at any other time of employment. 
E. All benefits to which a tenured bargaining unit member was 
entitled at the time his or her leave commenced, including unused accumulated 
sick leave, will be restored to such bargaining unit member upon the bargaining 
unit member's return. A bargaining unit member who returns from leave granted 
pursuant to this section will be placed on the same level of the salary schedule he 
or she was on when the leave commenced, except that a bargaining unit member 
who served at least five (5) consecutive months during the ten month school year 
when the leave commenced will be placed on the next highest level of the salary 
schedule upon his/ her return from leave. 
F. A bargaining unit member on leave must notify the Superin- 
tendent, in writing, no later than 90 days prior to the expiration of the leave of 
his/her intent to return. Failure to do so will be deemed an abandonment of the 
bargaining unit member's employment with the District. 
11.8 Other 
A. Leaves of absence without pay and benefits may be granted for 
the following purposes: 
1. Personal Reasons: Upon the recommendation of the Su- 
perintendent, an employee may be granted up to one year. 
2. ACTION Agencies: Upon the recommendation of the Su- 
perintendent, a bargaining unit member may be granted up to two years for 
service in the Peace Corps, VISTA, or the Teachers Corps. 
B. Leaves granted in accordance with section 11.8 shall be subject 
to the following regulations and procedures: 
1. Application must be made, in writing, to the Superinten- 
dent no later than 120 days prior to the date on which the leave is to com- 
mence. The application must set forth the dates of the leave as well as the 
purpose of the leave. 
2. The decision of the Board will be made, in writing, no 
later than 60 days after receipt of the application. Such decision will set 
forth the starting and ending dates. 
3. The applicant will notify the Superintendent, in writing, 
no later than 30 days after the Board's decision of his/her intention to take 
the leave. 
4. A bargaining unit member on leave must notify the Su- 
perintendent, in writing, no later than 90 days prior to the expiration of the 
leave of his/her intention to return. Failure to do so shall constitute a res- 
ignation from the District. 
5. Subject to the rules and regulations of the District's in- 
surance carrier and the provisions of the FMLA, a bargaining unit member 
on leave may continue in all insurance programs then prevailing in the Dis- 
trict at his/her own expense providing premiums are paid to the District at 
least quarterly, in advance. 
6. A bargaining unit member returning at the conclusion of 
a n  approved leave will be placed on the salary step which would have been 
his/hers at the beginning of the leave period. 
Bargaining unit members who have been granted leave 
for full time job related study will, upon submission of a n  official transcript 
for such study, be granted credit for equivalent time on the salary schedule. 
C. The Superintendent may grant a bargaining unit member a n  
unpaid leave of absence of up to thirty working days. 
D. A leave of absence may be extended by mutual agreement of 
the District and the employee. A bargaining unit member requesting a n  exten- 
sion of his/her leave of absence must make such request no later than 90 days 
prior to the effective date of the extension. 
ARTICLE 12 - COMPENSATION AND INSURANCE 
12.1 A. Teachers 
1. Increase salary schedules by 2% for the 2004-05 school year, 
retroactive to July 1, 2004 and 5% for the 2005-06 school year, in accordance 
with the attached schedules. 
2.  Except as otherwise provided herein, 
employed for the school year July 1, 2004 to June 30, 
cluded in Schedules "A" and "Bn as applicable. 
the salaries of teachers 
2005 shall be those in- 
3. Except as otherwise provided herein, the salaries of teachers 
employed for the school year July 1, 2005 to June 30, 2006 shall be those in- 
cluded in Schedules "C" and "D" as applicable. 
4. Longevity: Effective with the 2001-2002 school year, each 
teacher eligible for step 23 on the schedule shall receive a career longevity of 
$1,885 and teachers eligible for step 25 on the schedule shall receive an addi- 
tional $1,350. 
B. Teaching Assistants 
1. Increase salary schedules by 2% for the 2004-05 school year, 
retroactive to July 1, 2004 and 5% for the 2005-06 school year, in accordance 
with the attached schedules. 
2. Except as otherwise provided herein, the salaries of teaching 
assistants employed for the school year July 1, 2004 to June 30, 2005 shall be 
those included in Schedule "En. 
3. Except as otherwise provided herein, the salaries of teaching 
assistants employed for the school year July 1, 2005 to June 30, 2006 shall be 
those included in Schedule "E". 
C. All bargaining unit members who serve at least five (5) con- 
secutive months during the ten (10) month school year shall be advanced on the 
salary schedule in the following school year. 
12.2 A. Any graduate level courses or in-service courses taken by a 
teacher for the purpose of advancement on the salary schedules must be ap- 
proved by the Superintendent prior to enrollment in the course. For first semes- 
ter courses prior approval must be obtained no later than September 1st; for 
second semester courses, prior approval must be obtained no later than January 
ls t ,  and, for summer courses, prior approval must be obtained no later than 
June 1st. Failure to obtain the Superintendent's prior approval may, at the dis- 
cretion of the Superintendent, be grounds for denial of credit for such course for 
salary purposes. 
B. Teachers shall receive credit for each pre-approved graduate or 
teacher center course taken and successfully completed during any one year pe- 
riod of September 1 through August 3 l, on September 1 of the next school year. 
Proof of successful completion (i.e., copy of official transcript) must be received by 
the Superintendent on or before August 31 immediately following the course in 
order to obtain credit in that year. Thus, for example, to receive credit and pay- 
ment on September 1, 2001 for courses taken in the fall or winter of 2000 or the 
spring or summer of, 2001 the course must be completed and the transcript re- 
ceived b y August 3 1, 200 1. 
12.3 Dental Insurance. The employer will provide a voluntary dental in- 
surance program for the individual and dependents, and will pay up to the follow- 
ing in annual premiums: 
Individual Coverage - 100% 
Family Coverage - The amount of an individual plan, plus 70% 
of the difference between a family and individual premium. 
12.4 Medical/Surdcal Insurance. The District will provide group health 
insurance plan(s) for bargaining unit members and, effective as soon a s  possible, 
will offer the following plans at the following contribution rates: 
Indemnitv Plan - Employees shall contribute 20% of the premium cost for 
an individual, two person or family plan. The indemnity plan will only be avail- 
able to bargaining unit members who are employed as of the date of this Agree- 
ment. No new hire will be allowed to enroll in the indemnity plan. 
Provided notice is received by the District no later than April 1, 2005, a 
bargaining unit member who chooses to change his/her coverage from the in- 
demnity plan to the PPO or MVP, shall be "held harmless" at the level of contribu- 
tion (s)he was contributing at the time of this agreement until such time as the 
new coverage will be effective. 
PPO and MVP - Employees shall contribute the following percentages to the 
cost of the premium of an individual, two person or family plan under either a 
PPO or MVP offered by the District: 
0% contribution for individuals 
2.5% for teaching assistants for family and two person 
3.5% for teachers for family and two person 
In addition, prescription coverage shall be offered at  the rates of $10 for ge- 
neric and $20.00 for "name brand" drugs. There shall be no change to the plan 
for mail order drugs. 
12.5 Disability Insurance. All covered employees will be included in the 
Disability Insurance Plan provided for in the Laws of New York State. Payroll de- 
ductions in the amount provided as  the maximum employee contribution will be 
made to offset, in part, the cost of the plan. 
12.6 Health Insurance Opt Out. 
Opt Out Procedure: 
A. Bargaining unit members who are otherwise health insured 
may opt out of the District's health insurance program and receive a payment of 
$1,650. All buy-outs must be elected or renewed each year and must be accom- 
panied by proof of alternative health care coverage. 
B. The election and proof of alternative health care coverage must 
be provided in writing to the Assistant Superintendent for Business by June 1st in 
order to opt out as of July 1st. 
C. Payment shall be made by the District in two payments; the 
first payment on or before December 1st and the second on or before May 15th of 
each year. 
D. Unit members may opt back into the health insurance plan 
during any school year due to a change in circumstances resulting in the loss of 
alternative health care coverage. The ability to rejoin the District program shall 
be governed by the rules and regulations of the health insurance carrier. Any 
opt-out monies paid in advance shall be reimbursed on a pro-rated basis. 
E. If a National or state health care program is enacted which af- 
fects the health insurance provisions of this contract, the parties agree to reopen 
this Article. 
F. The District shall maintain an IRS Code 125 plan for unit 
members. 
G. Effective July 1, 1998, the District will increase the cap on life- 
time major medical to $1,000,000. 
ARTICLE 13 - GRIEVANCE PROCEDURES 
13.1 Purpose: Whereas the establishment and maintenance of a harrnoni- 
ous and cooperative relationship between bargaining unit members, administra- 
tors, and the Board of Education is essential to the operation of the school, it is 
the purpose of this procedure to secure, a t  the lowest possible administrative 
level, equitable solutions to grievances of bargaining unit members through pro- 
cedures under which they may present grievances free from coercion, interfer- 
ence, restraint, discrimination, or reprisal, and by which all parties are afforded 
adequate opportunity to dispose of their differences without the necessity of time 
consuming and costly proceedings before administrative agencies and/or in the 
courts. There shall be no withdrawal of services by the grievant or the Associa- 
tion during or as  a result of the utilization of the grievance procedure. 
13.2 Definitions: 
A. Grievance -- Shall mean any alleged violation of either this Agreement 
or of a past practice, provided that the past practice was created subsequent to 
February 1, 1988. 
"Past practice" means a course of conduct established by teachers 
subsequent to February 1, 1988 and for teaching assistants subsequent to Sep- 
tember 1, 1996, which is (i)unequivocal; and (ii)clearly enunciated and acted 
upon; and (iii)readily ascertainable over a reasonable period of time as  a mutually 
fured and established practice accepted by both parties to this Agreement. 
B. &grieved Party -- Shall mean the Association, or any person or 
group of persons in the bargaining unit claiming a violation of this Agreement. 
C. Partv in Interest -- Shall mean the aggrieved party and any person 
named in the grievance. 
D. Administrator -- Shall mean any person responsible for or exercising 
any degree of supervision over a teacher. 
E. Immediate Supervisor -- Shall mean the person to whom the teacher 
is directly responsible. 
F. Representative -- Shall mean the person or persons designated by 
the aggrieved party as his/her counsel or to act in his/her behalf. 
1 3.3 Procedure 
A s  it is important that grievances be processed as rapidly as possible, 
the number of days indicated at  each level should be considered as a maximum 
and every effort made to expedite the process. The time limits specified may, 
however, be extended by mutual agreement. 
In the event a grievance is filed a t  such time that it cannot be proc- 
essed through all the steps in this grievance procedure by the end of the school 
year, and, if left unresolved until the beginning of the following school year, could 
result in irreparable harm to a party in interest, the time limits set forth herein 
will be reduced so that the grievance procedure may be exhausted prior to the 
end of the school year or as soon thereafter as is practical. 
If the aggrieved party does not file a grievance at  Level One in writing 
with his/her immediate supervisor within 30 school days after the teacher knew 
or should have known of the act or condition on which the grievance is based, 
then the grievance has been waived. 
A. Level One: Supervisor 
1. The aggrieved party shall present his/her grievance in writing 
to his/her immediate supervisor with the objective of resolving the matter for- 
mally. 
2. Within five school days after the written grievance is presented 
to him/her, the immediate supervisor shall render a decision in writing and pre- 
sent it to the aggrieved party. 
3. Grievances which are outside the purview or authority of the 
supervisor at  Level One shall be commenced at  Level Two. 
B. Level Two: Superintendent 
1. If the aggrieved party is not satisfied with the written decision 
at  Level One, a written appeal may be filed with the Superintendent within five 
school days of receiving the decision at  Level 'One, or the last date on which this 
decision could have been rendered, whichever is sooner. 
2 .  Within five school days of receiving the written appeal, the Su- 
perintendent shall discuss the grievance with the aggrieved party, his/her repre- 
sentative, and all other parties in interest. 
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3. Within five school days of meeting with the parties, the Super- 
intendent shall render a decision in writing to the aggrieved party. 
C. Level Three: Board of Education 
1. If the aggrieved party is not satisfied with the decision at Level 
Two, a written appeal may be filed with the Board of Education within ten school 
days of receiving the written decision at Level Two, or the last date on which a de- 
cision could have been rendered, whichever date is sooner. 
2 .  Within ten school days of receiving an appeal, the Board of 
education shall schedule an Executive Session to hear the appeal. The aggrieved 
party, his/her representatives, if any, all other parties in interest and the Associa- 
tion grievance committee shall be notified of the Executive session so- they may 
present the grievance. 
3. Within five school days of the meeting, the Board of Education 
shall render a decision in writing on the grievance. A copy of the decision shall be 
sent to the aggrieved party and the Association. 
4. Level Three may be by-passed by a written agreement signed by 
the Superintendent, the President of the Association and the Board President. 
D. Level Four: Arbitration 
1. Within 15 school days after the completion of Level Three, a 
Grievance which has not been resolved may be appealed to arbitration by the As- 
sociation. 
The appeal for arbitration shall be filed with the other party, in 
writing, and the arbitrator will be selected by rotating order from the list set forth 
below. 
Jeffrey Selchick Dennis Campagna 
Thomas Hines Judith LaManna 
2.  The costs for the services of the arbitrator, including the per 
diem expenses, if any, and actual and necessary travel and subsistence expenses, 
shall be borne equally by the Board of Education and the Association. 
3. The decision of the Arbitrator shall be final and binding upon 
all parties. However, the Arbitrator shall limit his/her decision strictly to the in- 
terpretation, application, or enforcement of this Agreement. The Arbitrator shall 
have no power to add to, subtract from, change, or in any way alter, amend or 
modify the terms of this Agreement. 
4. The Association agrees and recognizes that the granting or de- 
nial of tenure is an exclusive and non-delegable right of the Board of Education. 
ARTICLE 14 - MISCELLANEOUS PROVISIONS 
14.1 Past Practices. 
All past practices of every kind and description which have heretofore 
existed between the parties are abolished effective February 1, 1988. There shall 
be no binding or enforceable past practice between the District and the teachers 
unless said practice was created and established subsequent to February 1, 
1988. There shall be no binding or enforceable past practice between the District 
and the teaching assistants unless said practice was created and established 
subsequent to September 1, 1996. This Agreement shall constitute the full and 
complete commitments between both parties and may be altered, changed, added 
to, deleted from, or modified through the voluntary, usual consent of the parties 
in a written and signed amendment to this Agreement. 
14.2 The provisions of the Agreement shall be incorporated into and be 
considered part of the established policies of the Board. 
14.3 Nothing contained herein shall be construed to deny to any employee 
his or her rights under the Law. 
14.4 Any individual arrangement, agreement, or contract executed with 
any individual member of the negotiating unit represented by the Association 
shall be subject to and consistent with the terms and conditions of the Agreement 
and subsequent Agreements hereinafter executed by the parties. During its dura- 
tion, this Agreement shall be controlling. 
14.5 Academic Freedom 
It is the policy of the District to maintain and encourage full freedom, 
within the law, of inquiry, teaching and research. In the exercise of this freedom 
the faculty member may, without limitation, discuss his/her own subject in the 
classroom; he/she may not, however, claim as his/her right the privilege of dis- 
cussing in his/her classroom controversial matter which has no relation to 
his/her subject. The concept of freedom shall be accompanied by a correspond- 
ing concept of responsibility. In his/her role as a citizen, every employee has the 
same freedoms as other citizens. However, in his/her extramural utterances 
he/she has an obligation to indicate that he/she is not an institutional spokes- 
person. 
14.6 Tardiness 
Time lost due to tardiness may result in (a) a reduction of personal 
leave credits, or (b) a deduction from salary if leave credits are exhausted. 
14.7 Severe Weather Conditions 
Tardiness claimed due to severe weather will be excused if the Super- 
intendent determines that the following conditions exist: (1) an official road con- 
dition warning advisory has been issued; and (2) employees scheduled to 
commence work prior to bargaining unit members' starting time have experienced 
unusual problems in coming to work. 
14.8 Student Behavior 
A bargaining unit member who is the subject of extreme, outrageous 
or extraordinary student behavior may report such behavior to the Principal. 
Upon receiving such a report, the Principal shall: (1) meet with the bargaining 
unit member to discuss the bargaining unit member's report of the incident; (2) 
meet with the bargaining unit member, school social worker, team leader and 
student within 24 hours of receiving the report from the bargaining unit member 
to discuss the incident; (3) conduct any additional investigation which (s)he 
deems necessary; (4) receive the bargaining unit member's proposed resolution of 
the incident; and (5) inform the bargaining unit member of his/her resolution of 
the incident 
14.9 Credit Union 
The District shall, upon the request of a bargaining unit member, 
make salary deductions and transmit the amount deducted pursuant to the re- 
quest to the Columbia-Greene Public Employees Federal Credit Union. The au- 
thorization to make the deduction and transmission must be given by the 
bargaining unit member on a signed authorization card. 
14.10 Admissions to Classrooms 
District Administrators, Department Chairpersons, and persons in- 
volved in the instructional program of a particular classroom may enter that 
classroom while the bargaining unit member is present. No other person may en- 
ter that classroom while the bargaining unit member is present unless that other 
person has been granted permission to do so by the Superintendent or his/her 
designee. The Superintendent shall not grant any such other person permission 
to enter that classroom while the bargaining unit member is present unless the 
Superintendent or his/her designee has first discussed that other person's re- 
quest with the affected bargaining unit member. 
14.1 1 Purchase Orders 
Each teacher who completes and submits a purchase requisition to 
the District shall receive a copy of the purchase requisition after final action has 
been taken by the District. 
14.12 J u w D u t v  
A bargaining unit member who is assigned to jury duty shall be en- 
titled to perform such duty without loss of pay or leave time. Any compensation 
provided to the bargaining unit member for the performance of such duty shall be 
paid to the District less mileage compensation paid by the court. 
14.13 Salary Notification 
Within 30 school days of the start of school in September of each 
school year, the District shall provide to each teacher a salary notice for that 
school year. The salary notice shall include the bargaining unit member's step, 
salary schedule salary and any other compensation due the teacher. 
14.14 Payroll Options 
A bargaining unit member may elect any one of the following three 
payroll options: 
A. 21 pay checks or; 
B. 26 paychecks, the last five of which will be paid with the last 
paycheck in June; or 
C. 26 pay checks, one every two weeks. 
Each bargaining unit member must notify the District of 
his/her choice of payroll option by August 1, to be effective for the subsequent 
school year. Once a teacher has elected a payroll option, it will remain in effect 
until such time as the teacher notifies the District of a change in his/her election. 
The District must be notified of any change by August 1 and such change will be 
effective for the subsequent school year. 
14.15 Vacancies 
The District shall post all vacancies in professional positions within 
the District. "Vacancy" means an unencumbered position or an unencumbered 
position to which a temporary appointment is available. 
ARTICLE 15 - LEGISLATIVE APPROVAL 
SEPARABILITY, DURATION AND ACKNOWLEDGMENT 
15.1 Legislative Approval 
IT IS  AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVI- 
SION OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO 
PERMITS ITS IMPLEMENTATION BY AMENDMENT OF LAW OR BY 
PROVIDING THE ADDITIONAL FUNDS THEREFORE SHALL NOT 
BECOME EFFECTIVE UNTIL THE APPROPRIATE LEGISLATIVE 
BODY HAS GIVEN APPROVAL. 
15.2 Separability 
If any provision of this agreement is, or shall be at any time contrary 
to law or regulation, such provision shall not be applicable, performed or en- 
forced, except to the extent permitted by law or regulation. In such an event, all 
other provisions of this Agreement shall continue in effect. 
1 5.3 Duration 
The parties hereto agree that this Agreement constitutes the entire 
contract between them for the period July 1, 2004 through June 30, 2006. 
In Witness Whereof, the parties hereto, the Superintendent of Schools 
the President of the Association, have hereunto affxed their names. 
F f l e  District: For the Association: 
and 
Date: d,. 2~2s- 
Date: Date: 
APPENDIX 

Teaching as a profession consists of a highly complex set of practices, which benefit from continued 
reflection and refinement. The components of professional practice reflect the research-based and validated 
components of teaching described in Enhancing Professional Practice: A Framework for Teaching by 
Charlotte Danielson (Association for Supervision and Curriculum Development 1996).They provide educators 
with a common language for talking about teaching and clear, concrete levels of performance for teachers to 
use in reflecting upon their work. The components of professional practice are based on the PRAXIS Ill: 
Classroom Performance Assessments criteria developed by Educational Testing Service and are aligned 
with the Interstate New Teacher Assessment and Support Consortium (INTASC) principles: the National 
Board for Professional Teaching Standards (NBPTS), and other standards for teachers. 
The framework for teaching identifies 22 critical components of teaching. These components have been 
documented through empirical studies and theoretical research as promoting improved student learning. 
Although the framework is not the only possible approach to defining good teaching, the components seek 
to define what teachers should know and be able to do in the exercise of their profession. 
The 22 critical components of professional practice are organized into four general domains: Planning 
and Preparation, The Classroom Environment, Instruction, and Professional Responsibilities. Each of the 
four domains of the framework refers to a distinct aspect of teaching. To some degree, the components 
within each domarn form a coherent body of knowledge and skill, which can be the subject of focus 
independent of the other domains. There are also many points of connection across domains. 
Domain 1 concerns Planning and Preparation. This includes knowing one's content, knowing one's students, 
knowing the resources available for teaching, selecting appropriate goals, designing instruction, and assessing 
- - -  - student learning. Domain 2 concerns the Classroom Environment, and includes interpersonal relationshi 
ng the students and with the teacher, classroom routines and procedures, management of stude 
vior, and the use of physical space. ~oma in  3 addresses Instruction, and includes communic 
y, using questioning and discussion skills, engaging students'in learning, providing feedback to studen 
nb responding to classroom events. Lastly, Domain 4 addresses Professional Responsibilities, and includes 
teacher's skill in reflecting on teaching, communicating with families, attending to one's own professional growth, 
and contributing to the school and district. 
Domains 2 and 3 describe those aspects of teaching that occur in the classroom, and may therefore 
be observed in a classroom observation. Domains 1 and 4, on the other hand, describe aspects of 
teaching that happen either before or after the encounter with students. Some people find it helpful to think 
of this d~stinction as one of "on stage" and "off stage." Domains 2 and 3 are "on stage," while Domains 1 
and 4 are "off stage," behind the scenes. 
Educators in many settings have found the framework for teaching useful in structuring their efforts. 
Colleges of education use it to organize their courses and supervise their student teachers. School districts 
use it to plan mentoring and professional activities and to review their approaches to teacher evaluation. 
Individual teachers use it to reflect on their practice and to prepare for National Board certification. 
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I l a :  Demonstrating Knowledge of Content and Pedagogy 
I Knowledge of content Knowledge of prerequisite relationships I _".-  nowl ledge of content-related pedagogy 
1 l b :  Demonstrating Knowledge of Students 
Knowledge of characteristics of age group 
Knowiedge of students' varied approaches to learning 
Knowledge of students' skills and knowledge 
Knowledge of students' interests and cultural heritage 
l c :  Selecting lnstructional Goals 
Value 
Clarity 
Suitability for diverse students 
Balance 
1 d: Demonstrating Knowledge of Resources 
Resources for teachlng 
Resources of students 
I 1e: Designing Coherent lnstruction 
Learning activities 
lnstructional materials and resources 
lnstructional groups 
ib. Lesson and un~t structure $8 I f :  Assessing Student Learning 
Congruence with instructional goals 
Criteria and standards 
Use for planning 
-- 
' 1 4 a : R e f L g  on Teaching 
Accuracy 
Use In tuture teachrng 
4b: Maintaining Accurate Records 
Student complet~on of assrgnments 
Student progress In learnlng 
Nomnstructronal records 
4c: Communicating with Families 
Information about the ~nstruct~onai program 
Information about lnd~vidual students 
Engagement of famtlres the lnstruct~onai program 
4d: Contributing to the School and District 
Relatlonshlps wtth colleagues 
Servlce to the school 
Partrcrpation In school and drstrict projects 
4e: Growing and Developing Professionally 
Enhancement of content knowledge and pedagogical sk~ll 
Servrce to the professron 
4f: Showing Professionalism 
Servlce to students 
Advocacy 
Dec~s~on maklng <. .a+'- , - s , 
. . t  
2a: Creating an Environment of Respect and Rapport 
Teacher rnteractron w~th students 
Student lnteract~on 
2b: Establishing a Culture for Learning 
Importance of content 
Student pr~de In work 
Expectatlons for learnrng and achievement 
2c: Managing Classroom Procedures 
Management of lnstructional groups 
Management of transrtrons 
Management of materials and supplres 
Performance of nonlnstructronal duties 
Supervls~on of volunteers and paraprofessronals 
2d: Managing Student Behavior 
Expectatlons 
Monltor~ng of student behav~or 
Response to student mlsbehavlor 
2e: Organizing Physical Space 
Safety and arrangement of furmture 
Accessib~l~ty o learntng and use of physical resources 
3a: Communicating Clearly and Accurately ,. . , .. 
Directions and procedures . .  . 
Oral and written language , 
3b: Using Questioning and Discussion Techniques 
0uality.of questions 
Discussion techniques 
Student participation 
3c: Engaging Students in Learning 
Representation of content 
Activities and assignments 
Grouping of students 
lnstructional materials and resources 
Structure and pacing 
3d: Providing Feedback to Students 
Quality: accurate, substantive, constructive and specific 
Timeliness 
3e: Demonstrating Flexibility and Responsiveness 
Lesson adjustment 
Response to Students 
Persistence 
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Berkshire Union Free School District 
SUMMATIVE EVALUATION REPORT 
Name Position 
Evaluator Probation Year of 
I. Summary of Overall Performance With Respect To: 
A. Planning and Preparation 
Management of the Educational Environment 
Instruction 
Professionalism 
11. Commendations: 
111. Recommendations: 
Evaluator's Signature Position Date 
Bargaining Unit Member's Signature 
Please check if applicable: C ]  I wish to make additional comments. 
Date 

Berkshire Union Free School District 
Canaan, New York 12029 
Student Services Evaluation Form 
(School Counselors, Psychologists, Social Workers, Speech Therapist) 
Name Title Date 
DOMAIN I: PLANNING AND PREPARATION 
Component 
Planning Long 
Tenn1Shoi-t 
Term 
Time Frames 
and Deadlines 
Responsiveness 
Unsatisfactorv 
SS professional lacks 
an annual plan and has 
no capacity to meet 
emerging needs. 
SS professional has no 
regard for established 
deadlines. 
SS professional is not 
responsive to the 
expressed needs of 
clientele. 
Basic 
SS professional builds, 
maintains and follows a 
plan based on goals with 
capacity for addressing 
issues as they arise. 
SS professional is 
cognizant of established 
deadlines, meets them 
and cominunicates them 
to clients. 
SS professional is 
responsive to most 
expressed needs of 
clientele often arranging 
the necessary meeting, 
discussion and 
coinnlunications 
opportunities. 
EVEL OF PERFORMANCE 
 Proficient 
SS professional develops 
and maintains a 
con~prehensive list of long- 
terrnlshort-term goals and 
plans, reflective of 
perennial and emerging 
needs. 
SS, professional 
demonstrates above 
average levels of 
organization cognizant of 
timeframes and deadlines 
for all activities and 
processes involving 
students. 
- 
SS professional is readily 
available for students, 
parents and colleagues in 
response to their perceived 
needs, arranging for 
appropriate interactions 
and communications. 
Distinguished 
SS professional develops, 
maintains and follows an 
organized, detailed annual 
plan based on long- 
termlshort-term goals with 
strong capacity for 
addressing issues as they 
arise. 
SS professional thoroughly 
integrates all specific 
deadlines in their annual 
plan and effectively and 
consistently commui~icates 
such to vested parties, 
including students and 
parents in a timely, in- 
advance manner. 
SS professional is always 
responsive to the expressed 
needs of clientele by 
readily creating time to 
meet, to thoroughly discuss 
and effectively 
communicate in a timely 
manner. 
- 
Evidence 
Student Services Evaluatioi~~Fonn Page 2 
DOMAIN 11: P 
Component t 
Knowledge of 
NYS Learning 
Standards and 
Related 
Assessments 
and 
Requirements 
Knowledge of 
District 
Iilstructional 
and Social 
Programming 
Knowledge of 
Community and 
Regional 
Intervention 
Services 
Knowledge of 
District's 
Guidance Plan 
OFESSIONALISM RESPONSIBILITY 
LEVEL OF PERFORMANCE 
Unsatisfactory 
SS professional lacks 
any understanding of 
NYS Learning 
Standards and related 
assessments and 
requirements, including 
those for graduation 
and college entrance. 
SS professional lacks 
any understanding of 
district instructional 
and social 
programming. 
SS professional is 
unaware of community 
and regional 
intervention services. 
SS professional has no 
awareness of district's 
Guidance Plan. 
Basic 
SS professional 
understands the intent of 
NYS Learning Standards 
and related.assessments 
and requirements. 
SS professional has , 
working knowledge of 
district instructional and 
social programming. 
SS professional has a 
working knowledge of 
community and regional 
intervention services 
available to students and 
families. 
SS professional is aware 
of district Guidance Plan 
and implements hisher 
responsibilities in an 
appropriate manner. 
Proficient 
SS professional 
understands the intent and 
expectations of the NYS 
~ e & n i n ~  Standards and 
related assessments and 
requirements, 
con~municating them to 
clientele as appropriate. 
SS professional is 
&owledgeable of district 
instructional and social 
programming and 
integrates it effectively in 
clientele interactions. 
SS professional is 
knowledgeable of 
community and regional 
intervention services for 
students and families and 
makes appropriate 
referrals. 
SS professional is 
knowledgeable of the 
district Guidance Plan and 
implements hislher 
responsibilities in a timely, 
prepared manner. 
Distinguished 
SS professional thoroughly 
understands the intent and 
expectations of the NY S 
Learning Standards and 
related assessments and 
requirements, utilizing 
them in all planning and 
counseling as appropriate 
with students, parents and 
teachers. 
SS professional integrates 
knowledge of district 
instructional and social 
programming in 
synthesizing information, 
solving problems and 
making recommendations 
to clientele. 
SS professional is well 
versed in the comnlunity 
and regional resources 
available to students and 
families and makes timely 
and appropriate referrals. 
SS professional is 
thoroughly knowledgeable 
of the district Guidance 
Plan and proactively 
implements hisher 
responsibilities in a timely, 
comprehensive manner. 
Evidence 
Student Services Evaluation Form Page 3 
DOMAIN 111: COMMUNICATION 
1 / Component 
Preparation 
Interpretation 
and Analysis of 
Information 
Coilsultation 
and 
Collaboration 
Follow Through 
Unsatisfactory 
SS professional lacks 
appropriate preparation 
for activities. 
SS professional lacks 
basic interpretation and 
analytical skill. 
SS professional does 
not collaborate on 
issues with colleagues. 
SS professional does 
not follow through witl. 
parties per agreement 
or expectation. 
Basic 
SS professional displays 
preparedness for client 
interactions by having 
previously collected and 
reviewed necessary 
information and data. 
SS professional expresses 
a contemplated 
interpretation of 
information in most 
interactive dynamics. 
SS professional 
collaborates with 
colleagues on a limited 
basis. 
SS professional follows 
through with parties per 
minimum agreement and 
expectation. 
,EVEL OF PERFORMANC 
Proficient 
SS professional displays 
preparedness for client 
- - 
interactions by having 
previously collected and 
analyzed necessary 
information and data. 
SS professional is able to 
effectively express a 
and analysis of relevant 
information in interactive 
settings. 
SS professional seeks the 
advice and counsel of 
colleagues often and is 
available for consultation 
at their request. 
SS professional follows 
through consistently per 
full agreement expectation 
of all parties. 
Distinguished 
., 
SS professional displays 
preparedness for ali 
- .  
interactions by having 
thoroughly collected, 
analyzed and integrated all 
relevant information and 
data before formulating 
recommendations. 
SS professional 
consistently expresses a 
comprehensive, 
contemplated interpretation 
and analysis of all 
information in interactive 
settings. 
SS professional engages 
the informed opinions of 
colleagues in formulating 
recommendations and 
altruistically reciprocates 
in kind. 
SS professional always 
provides timely and 
informed response 
exceeding the full 
agreement and 
expectations of all parties 
in formal interactions. 
Evidence 
Student Services Evaluation Form 
DOMAIN IV: PROFESSIONALISM 
Page 4 
Component 
Confidentiality 
Collegiality 
Evaluation 
Process 
Unsatisfactory 
SS professional 
disregards clientele 
confidentiality rights. 
SS professional lacks 
helpful, approachable 
demeanor with bthers. 
SS professional does 
not accept or follow the 
constructive criticism 
of supervisors 
SS professional is not 
engaged in professional 
developments 
activities. 
Basic 
SS professional 
acknowledges the 
confidentiality rights of 
clients. 
SS professional is helpful 
and approachable. 
SS professional engages 
in the improvement of 
hislher hob performance 
with supervisors. 
SS professional engages 
in prescribed professional 
development and 
improvement activity. 
EVEL OF PERFORMANC 
Proficient 
SS professional respects 
the confidentiality rights of 
clients at all times. 
SS professional displays a 
friendly and approachable 
demeanor to all. 
SS piofessional reflects on 
hisher job performance 
and actively participates 
with supervisor in its 
ongoing assessment. 
SS professional seeks and 
participates in timely and 
ongoing professional 
development and job 
improvement 
opportunities. 
Staff 
Development 
Distinguished 
SS professional shares 
inf&nation regarding 
clientele with others on a 
"need-to-know" basis &. 
SS professional 
demonstrates a willingly 
approachable and outgoing 
demeanor with clients and 
colleagues at all times. 
SS professional recognizes 
the value of informed, 
ongoing feedback of 
hisher job performance 
and willingly participates 
with supervisors in 
meaning fl reflection and 
deliberation.. 
SS professional actively 
seeks and participates in 
ongoing, relevant and 
meaningful professional 
development and 
improvement 
opportunities. 
Evidence 


- @! Path wise. Framework Observation Program: Feedback Form 
Feedback Form 
Teacher 0 bserver(s) 
Grade Level(s) Su bject(s) Date 
Pathwise" Copyright 0 2004 Educotionol Testing Sewice. All rights reserved. Reproduction in whole or in part in any format i s  strictly prohibited. 1 
Pathwise@ Framework Observation Program: Feedback Form 
1 e: 
Designing 
Coherent 
Instruction 
1 a: 
Demonstrating 
Knowledge of 
Content and 
Pedagogy 
Ib: 
Demonstrating 
Knowledge of 
Students 
1 c: 
Selecting 
Instructional 
Goals 
1 d: 
Demonstrating 
Knowledge of 
Resources 
The various elements of the instructional Some of the elements of the instr&tional Most of the elements of the instructional All of the elements of the instructional design 
design do not support the stated design support the stated instructional design support the stated instructional goals support the stated instructional goals, engage 
instructional goals or engage students in  goals and engage students i n  meaningful and engage students in meaningful learning, students in meaningful learning, and show 
meaningful learning, and the lesson or unit learning, while others do not. Teacher's and the lesson or unit has a clearly defined evidence of student input. Teacher's lesson 
has no defined structure. lesson or unit has a recognizable structure. structure. or unit is highly coherent and has a clear 
structure. 
Teacher displays little understanding of the Teacher's content and pedagogical Teacher demonstrates solid understanding of Teacher's knowledge of the content and 
subject or structure of the discipline, or of knowledge represents basic understanding the content and its prerequisite relationships pedagogy are e~tensive, showing evidence of a 
content-related pedagogy. but does not extend to connections and connections with other disciplines continuing search for improved practice. Teacher 
with other disciplines or to possible Teacher's instructional practices reflect current actively builds on knowledge of prerequisites 
student misconceptions. pedagogical knowledge. and misconceptions when describing instruction 
or Seeking causes for student misunderstanding. 
Teacher makes little or no attempt to acquire Teacher demonstrates partial knowledge of Teacher demonstrates thorough knowledge of Teacher demonstrates thorough knowledge of 
knowledge of students' backgrounds, skills, students' backgrounds, skills, and interests, students' backgrounds, skills, and interests, students' backgrounds, skills, and interests, 
or interests, and does not use such and attempts to use this knowledge i n  and uses this knowledge to plan for groups of and uses this knowledge to plan for 
information in  planning. planning for the class as a whole. students individual student learning. 
Teacher's goals represent trivial learning, Teacher's goals are of moderate value, Teacher's goals represent valuable learning Teacher's goals reflect high-level learning 
are unsuitable for students, or are stated or suitability for students i n  the class, and are suitable for most students in the relating to curriculum frameworks and 
only as instructional activities, and they do consisting of a combination of goals and class; they reflect opportunities for integration standards; they are adapted, where necessary, 
not permit viable methods of assessment. activities, some of which permit viable and permit viable methods of assessment. to the needs of individual students, and 
methods of assessment. permit viable methods of assessment. 
Teacher is  unaware of school or district Teacher displays limited knowledge of Teacher is fully aware of school and district Teacher seeks out resources for teaching 
resources available either for teaching or school or district resources available either resources available for teaching, and knows i n  professional organizations and i n  the 
for students who need them. for teaching or for students who need them. how to gain access to school and district community, and is  aware of resources 
resources for students who need them availablBfor students who need them, in  the 
school, the district, and the larger community. 
I f:  
Assessing 
Student 
Learning 
Teacher's approach to assessing student Teacher's plan for student assessment is  Teacher's plan for student assessment is  Teacher's plan for student assessment is  
learning contains no clear criteria or partially aligned with the instructional goals aligned with the instructional goals at least fully aligned with the instructional goals, 
standards, and lacks congruence with the and includes criteria and standards that are nominally, with clear assessment criteria containing clear assessment criteria and 
instructional goals. Teacher has no plans not entirely clear or understood by students. and standards that have been communicated standards that are not only underst!od by 
to use assessment results i n  designing Teacher uses the assessment to plan for to  students. Teacher uses the assessment to students but also show evidence of student 
future instruction. future instruction for the class as a whole. plan for groups of students or individuals participation i n  their development. Teacher's 
students monitor their own progress in  
achieving the goals. 
Copyright Q 2004 Educational Testing Sewice. All r~ghtr resewed. Reproduction in whole M in part in any format is shiclly proh~b~ted. 
Pathwise" Framework Observation Program: Feedback Form 
Planning and Demonstrating knowledge of content and Preparation 
( ~ h e c i  all components --- Demonstrating knowledge of students 
where evidence was Selecting instructional goals found.) 
pedagogy Demonstrating knowledge of resources 
Designing coherent instruction 
Assessing student learning 
Q Summary 
@ Suggestions for Future Practice 
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Pathwisd Framework Observation Program: Feedback Form 
2a: 
Creating an 
Environment of 
Respect and 
Rapport 
2b: 
Establishing a 
Culture for 
Learning 
2c: 
Managing 
Classroom 
Procedures 
2d: 
Managing 
Student 
Behavior 
2e: 
Organizing 
Physical Space 
Classroom interactions, both between Classroom interactions are generally Classroom interactions reflect general Classroom interactions are highly respectful, 
the teacher and students and among appropriate and free from conflict but may warmth and caring, and are respectful of the reflecting genuine warmth and caring 
students, are negative or inappropriate be characterized by occasional displays cultural and developmental differences toward individuals. Students themselves 
and characterized by sarcasm, put-downs, of insensitivity among groups of students ensure maintenance of high levels of 
or conflict. civility among members of the class. 
The classroom does not represent a culture The classroom environment reflects only a The classroom environment represents a Students assume much of the responsibility 
for learning and is characterized by low minimal culture for learning, with only genuine culture for learning, with for establishing a culture for learning in  the 
teacher commitment to the subject, low modest or inconsistent expectations for commitment to the subject on the part classroom by taking pride i n  their work, 
expectations for student achievement, and student achievement, little teacher of both teacher and students, high initiating improvements to their products, 
little student pride in  work. commitment to the subject, and little expectations for student achievement, and and holding the work to the highest 
student pride in  work. Both teacher and stu- student pride in  work. standard. Teacher demonstrates a 
dents are performing at the minimal passionate commitment to the subject. 
level to "get by." 
Classroom routines and procedures are Classroom routines and procedures have Classroom routines and procedures Classroom routines and procedures are 
either nonexistent or inefficient, resulting in  been established but function unevenly have been established and function seamless in  their operation, and students 
the loss of much instruction time. or inconsistently, with some loss of smoothly for the most part, with little assume considerable responsibility for 
instruction time. loss of instruction time. their smooth functioning. 
Student behavior is  poor, with no clear Teacher makes an effort to establish Teacher is  aware of student behavior, has Student behavior is  entirely appropriate, 
expectations, no monitoring of student standards of conduct for students, monitor established clear standards of conduct, with evidence of student participation i n  
behavior, and inappropriate response to student behavior, and respond to student and responds to student misbehavior in  setting expectations and monitoring 
student misbehavior. misbehavior, but these efforts are not ways that are appropriate and respectful behavior. Teacher's monitoring of student 
always successful. of the students. behavior i s  subtle and preventive, and 
teacher's response to student misbehavior 
is  sensitive to individual student needs. 
Teacher makes poor use of the Teacher's classroom is  safe, and essential Teacher's classroom is safe, and learning is  Teacher's classroom is  safe, and students 
physical environment, resulting in  learning is  accessible to al l  students, but accessible to al l  students; teacher uses contribute to ensuring that the physical 
unsafe or inaccessible cgndilions for the furniture arrangement only partially physical resources well and ensures that environment supports the learning of 
some students or a serious mismatch supports the learning activities. the arrangement of furniture supports the al l  students. 
between the furniture arrangement and learning activities. 
the lesson activities. 
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Pathwise" Framework Observation Program: Feedback Form 
The Classroom 
Environment 
(Check all components 
where evidence was 
found.) 
Creating an environment of respect and rapport 
Establishing a culture for learning 
Managing classroom procedures 
Managing student behavior 
Organizing physical space 
Summary 
td Suggestions for Future Practice 
. l i  'a Pathwire@ Copyright O 2004 Educattonal Testmg Sewice All r~ghts resewed Reproduction in whole or in part in any format is shichy prohib~ted 5 
Pathwise" Framework Observation Program: Feedback Form 
3a: 
Communicating 
Clearly and 
Accurately 
3b: 
Using 
Questioning 
and Discussion 
Techniques 
3c: 
Engaging 
Students in 
Learning 
3d: 
Providing 
Feedback to 
Students 
3e: 
Demonstrating 
Flexibility and 
Responsivenes! 
Teacher's oral and written communication Teacher's oral and written communication Teacher communicates clearly and Teacher's oral and written communication 
contains errors or is  unclear or contains no errors, but may not be accurately to students, both orally i s  clear and expressive, anticipating 
inappropriate to students. completely appropriate or may require and in  writing. possible student misconceptions. 
further explanations to avoid confusion. 
Teacher makes poor use of questioning Teacher's use of questioning and Teacher's use of questioning and Students formulate many of the 
and discussion techniques, with low-level discussion techniques is uneven, discussion techniques reflects high-level questions and assume 
questions, limited student participation, with some high-level questions, attempts high-level questions, true discussion, and responsibility for the participation of al l  
and little true discussion. at true discussion, and moderate full participation by al l  students. students in  the discussion. 
student participation. 
Students are not at all intellectually Students are intellectually engaged only Students are intellectually engaged Students are highly engaged throughout 
engaged in significant learning, as a partially, resulting from activities or throughout the lesson, with appropriate the lesson and make material 
result of inappropriate activities or materials of uneven quality, inconsistent activities and materials, instructive contributions to the representation of 
materials, poor representations of representations of content, or uneven representations of content, and suitable content, the activities, and the materials. 
content, or lack of lesson structure. structure or pacing. structure and pacing of the lesson. The structure and pacing of the lesson 
allow for student reflection and closure. 
Teacher's feedback to students is  of poor Teacher's feedback to students is  uneven, Teacher's feedback to students is timely Teacher's feedback to students is timely 
quality and i s  not given i n  a timely manner. and its timeliness i s  inconsistent. and of consistently high quality. and of consistently high quality, and 
students make use of the feedback in  
their learning. 
Teacher adheres to the instruction plan in  Teacher demonstrates moderate Teacher seeks ways to ensure successful Teacher is  highly responsive to students' 
spite of evidence of poor student flexibility and responsiveness to learning for all students, making interests and questions, making major 
understanding or students' lack of interest, students' needs and interests during adjustments as needed to instruction lesson adjustments if necessary, 
and fails to respond to students' questions; a lesson, and seeks to ensure the plans and responding to student interests and persists in  ensuring the success of 
teacher assumes no responsibility for success of all students. and questions. al l  students. 
students' failure to understand. 
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Pathwise@ Framework Observation Program: Feedback Form 
Instruction 
(Check all components 
where evidence was 
found.) 
Communicating clearly and accurately Providing feedback to students 
Using questioning and discussion techniques Demonstrating flexibility and responsiveness 
Engaging students in learning 
Summary 
@ Suggestions for Future Practice 
- - - - -- - -- - 
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Pathwise@ Framework Observation Program: Feedback Form 
4a: 
Reflecting 
on Teaching 
4b: 
Maintaining 
Accurate 
Records 
Teacher does not reflect accurately on the Teacher's reflection on the lesson is generally Teacher reflects accurately on the lesson, citing Teacher's reflection on the lesson is highly 
lesson or propose ideas as to how it might accurate, and teacher makes global suggestions general characteristics. Teacher makes some accurate and perceptive, citing specific examples. 
be improved. as to how it might be improved. specific suggestions about how it might Teacher draws on an extensive repertoire to 
be improved. suggest alternative strategies. 
Teacher has no system for maintaining accurate Teacher's system for maintaining accurate records Teacher's system for maintaining accurate records Teacher's system for maintaining accurate records 
records, resulting in errors and confusion. is rudimentary and only partially effective. is efficient and effective. is efficient and effective, and students contribute 
to its maintenance. 
4c: 
Communicating 
with Families 
Teacher provides little or no information to Teacher complies with school procedures for Teacher communicates frequently with Teacher communicates frequently and sensitively 
families and makes no attempt to engage them in communicating with families and makes an effort families and successfully engages them in the with families and successfully engages them in 
the instructional program. to engage families in the instructional program. instructional program. the instructional program; students participate in 
communicating with families. 
4d: 
Contributing to 
the School and 
District 
Teacher's relationships with colleagues are Teacher's relationships with colleagues Teacher participates actively in school and Teacher makes a substantial contribution to 
negative or self-serving, and teacher avoids are cordial, and teacher participates in district projects, and maintains positive school and district events and projects, assuming 
being involved in school and district projects. school and district events and projects relationships with colleagues. leadership with colleagues. 
when specifically requested. 
4e: 
Growing and 
Developing 
Professionally 
Copyright Q 2004 Educotionol Testing Service. All rights reserved. Reprodudion in whole or in part in ony formot IS sh~ctly prohib~ted 
Teacher does not participate in professional Teacher's participation in professional Teacher participates actively in professional Teacher makes a substantial contribution to the 
development activities, even when such activities development activities is limited to those development activities and contributes to profession through such activities as action 
are clearly needed for the development of that are convenient. the profession. research and mentoring new teachers, and 
teaching skills. actively pursues professional development. 
4f: 
Showing 
Professionalism 
Teacher's sense of professionalism is low, Teacher's attempts to serve students Teacher makes genuine and successful efforts Teacher assumes a leadership position in 
and teacher contributes to practices that are based on the best information are genuine to ensure that all students are well served by ensuring that school practices and procedures 
self-serving or harmful to students. but inconsistent. the school. ensure that all students, particularly those 
traditionally underserved, are honored in 
the school. 
Canaan, New York 12029 
Library Media Specialist Evaluation Form 
Name Date 
The School Library Media Specialist will: 
Manage and administer the library as a facility where resources and services are available to everyone. 
Provide instruction to everyone in the resources available in the library and fioin other sources. 
Serve as a resource facilitator to all teachers and students using the knowledge of how and where to locate infor~nation. 
Act as an information retrieval specialist for both teachers and students. ' "' 
suppdrt the classroom teacher in promoting New York State Standards. 
' 
Nurture the love of reading and enjoyment of research in order to'promote "lifelong learning." 
DOMAIN 1: FACILITY MANAGEMENT AND ADMINSTRATION 
I LMS maintains a media c 
Component Unsatisfactorv 
learning pursuits. 
LMS does not promote lil 
Media Center 
Facility 
with faculty or students. Promotion / 
environment that is uninv 
lacks appeal, and is 
unorganized; non-conduc 
active student and teachel 
Support Staff 
I LMS never attempts to 
LMS provides supervisio 
support staff lacking in cl 
communication, direction 
explanation. 
Technology 
Management 
LMS maintains poor 
computer/technology usa; 
records. 
:enter 
,iting, 
ive to 
r 
brary 
n for 
ear 
I, or 
g e 
Technology 
Trouble- 
shooting 
LEVEL'OF PERFORMANCE 
troubleshoot 
computer/technology 
problems. 
Basic 
LMS maintains-a media center 
environment that is marginally 
appealing and inviting, and 
minimally supports the 
learning process. 
LMS provides minimal 
promotion of library and 
services for students and 
teachers. 
LMS supervises support staff 
communicating job 
expectations. 
LMS maintains rninirnal 
computer usage records. 
LMS minimally attempts to 
troubleshoot 
computer/technology 
problems, too frequently 
seeking technical assistance. 
Proficient 
LMS maintains a media 
center environment that is 
inviting, attractive and 
organized which supports tli 
learning dynamic for both 
student and teacher. 
LMS actively promotes 
library and services with 
students and teachers. 
LMS sypervises support staf 
consistently setting clear job 
responsibilities, job 
performance expectations 
and priorities. 
LMS maintains practical 
records on computer 
technology usage. 
LMS frequently attempts to 
troublesl~oot 
co~nputer/technology 
problems, seeking technical 
assistance when necessary. 
LMS maintains a media center 
environment that is inviting, 
attractive and well organized; 
most conducive to active 
student and teacher learning 
LMS vigorously promotes the 
library and its services with 
students and teachers. 
LMS and support staff 
personnel form an effective 
team sharing the same vision, 
standards and expectations for 
the media center. 
LMS maintains thorough, 
comprehensive 
computer/teclinology usage 
records. 
LMS always attempts to 
troubleshoot problems, 
remediating them whenever 
possible and calling in 
technical assistance only when 
necessary. 
Evidence 
(Average daily/weekly 
studen1 and teacher 
parlicipalion 
numbers.) 
Library Media Specialist Evaluation Form Page 2 
DOMAIN 11: COLLECTION DEVELOPMENT AND MAINTENANCE 
I LEVEL OF PERFORMANCE 
Basic 
LMS maintains a minimum 
collection of relevant and 
useful resources for teacher 
and student use. 
Component 
Proficient 
LMS maintains a collection of 
relevant resources, which align 
with the learning standards and 
reflect the needs of teachers 
and students. 
Unsatisfactorv Distinguished 
LMS develops and maintains a 
comprehensive collection of 
resources consistent with 
standards aligned curriculum 
and the ongoing and emerging 
instructional and learning 
needs of teachers and students. 
LMS catalogs material for 
collection placement and 
bibliographic entry in a highly 
effective and efficient level. 
LMS ensures that collection is 
recirculated in a timely 
manner, consistent with 
instructional need and 
reflective of consistently 
updated and accurate 
Evidence 
LMS fails to keep a 
collection of relevant and 
I LMS fails to catalog LMS prepares material for 
collection placement and 
bibliographic entry. 
LMS catalogs material for 
collection placement and 
bibliographic entry in a timely 
and effective fashion. 
LMS consistently recirculates 
collection and maintains an 
accurate, thorough inventory of 
all materials. 
LMS supervises data entry 
process assuring a current 
online public access catalog. 
LMS fails to keep current 
inventory or recirculate 
Cataloging 
LMS attempts to maintain an 
accurate collection inventory 
and endeavors to keep 
collection recirculated in a 
timely manner. 
resources in a timely or 
effective fashion. 
inventory. 
LMS is knowledgeable of data 
Collection 
Control 
LMS lacks understanding of 
data entry of materials. 
Data Entry 
collection to meet current 
instructional need. 
LMS endeavors to supervise 
the data entry process as to 
assure the credibility of the 
public access catalog. 
entry process providing astute 
supervision of the process, 
resulting in current, online 
public access catalog. 
)GET CONTROL DOMAIN 111: B1 
Coniponent 
Evidence Unsatisfactory 
LMS fails to develop or 
submit in a timely fashion 
a budget, which addresses 
instructional needs. 
LMS fails to expend 
allocated funds in a 
responsible manner. 
Basic 
LMS submits a budget, 
which considers instructional 
Proficient Distinguished 
I LMS submits a library budget I LMS develops a budget, which I 
Preparation I cognizant of instrktibnal need I is highly reflective o i  I need in a timely manner. and does so in a timely 
manner. 
LMS expends allocated fimds 
responsibility in a manner 
considerate of plan and 
ongoing need. 
instructional and learning need 
and submits it in a timely 
fashion. 
LMS expends allocated budget 
in a responsible manner, which 
considers planned and 
emerging needs throughout the 
school year. 
LMS expends allocated 
funds responsibility with Expenditure of 
Funds some consideration of year long needs. 
Library Media Specialist Evaluation Form 
DOMAIN IV: INSTRUCTION 
Component Proficient 
LMS is knowledgeable and 
Unsatisfactory 
LMS lacks knowledge of 
Basic 
LMS demonstrates limited 
Distinguished 
LSM provides dynamic 
skillful in the integration of 
technology and other resources 
promoting a successful 
teaching/learning environment. 
Evidence 
appropriate integration of 
technology, which would 
facilitate the 
teacliing/learning dynamic. 
LMS lacks knowledge to 
effectively evaluate 
demonstration and insightful 
assistance integrating 
technology and other 
skill in utilizing available 
technology and other 
resources to assure a 
successful teaching/learning 
dynamic 
LMS inconsistently 
evaluates knowledge for its 
Accessing 
Information 
resources, promoting the I 
teachingllearning process. 
LMS holds h i ~ h  standards for I LMS consistently evaluates 
knowledge for its relevance 
and legitimacy and is able to 
instruct students for this 
purpose. 
- 
the relevance and legitimacy of I 
Evaluating 
Information 
information and effectively 1 information for relevance 
or legitimacy. instructs students for this I 
relevance or legitimacy and 
instructs students for this 
purpose with minimal purpose. I 
LMS demonstrates confidence 
and skill in assisting students 
and teachers in synthesizing 
information to solve problems 
and addressing issues. 
LMS lacks skill to 
competence. 
LMS show limited ability to LMS is able to superbly 
demonstrate for students and 
teachers effective synthesis of 
information to capably solve 
problems and address issues in 
a logical critical-thinking and 
analysis process. 
Utilizing 
Information 
- 
effectively synthesize 
information to solve 
problems. 
MMUNICATION 
demonstrate effective 
synthesis of information with 
students and teachers in the 
problem-solving process. 
DOMAIN V: C 
Component LEVEL OF PERFORMANCE Unsatisfactorv Basic Proficient Distineuished Evidence 
LMS lacks ability to 
effectively commu~~icate 
with all students. 
LMS endeavors to 
communicate effectively and 
consistently with all students. 
LMS is knowledgeable of 
the developmental stages of 
assigned students, capably 
communicates with them on 
all matters. 
LMS effectively and 
consistently communicates 
with all students, considerate 
of their abilities, skills and 
level of emotional and 
Students 
intellectual development. 
LMS always co~nmunicates LMS demonstrates an 
inability to communicate 
effectively with peers and 
fellow professionals. 
LMS poorly communicates 
LMS endeavors to 
communicate collegially with 
peers and fellow professionals. 
LMS demonstrates a 
consistently collegial and 
helpful communication style 
with all peers and fellow 
professionals in  a collegial, Colleagues 
witil all fellow pofessionals. 
LMS communicates with 
selfless and altruistic manner. 
LMS effectively communicates LMS endeavors to fully 
communicate with school 
administration. 
with school administration 
on all matters. 
school administration clearly 
and in full detail. 
with school administrations on 
all matters, anticipating issues, Administration 
questions and emerging needs. 
LMS actively participates with LMS does not participate 
with other LMS collegues to 
foster positive working 
relationships ahd promote 
the free exchange of 
information. 
LMS occasionally participates 
with other LMS colleagues to 
foster positive working 
relationships and promote the 
free exchange of information. 
LMS frequently participates 
with other LMS colleagues 
to foster positive working 
relationships and promote 
the free exchange of 
information. 
other LMS colleagues to foster 
positive working relationships 
and promote the free exchange 
of information. 
Other LMS 
Colleagues 
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DOMAIN VI: PI 
Component 
Accessing 
Informat ion 
Evaluating 
Information 
Utilizing 
Infor~nation 
Unsatisfactory 
LMS relationships with 
colleagues are negative or 
self-serving. 
LMS avoids becoming 
involved in school events. 
LMS avoids becoming 
involved in school and 
district projects. 
Commendations: 
Recommendations: 
Basic 
LMS maintains cordial 
relationships with colleagues 
to fulfill the duties that the 
school or district requires. 
LMS participates in school 
events when specifically 
asked. 
LMS does not seek or 
become engaged in 
professional growth 
opportunities. 
EVEL OF PERFORMANCE 
Proficient 
Support and cooperation 
characterize relationships with 
colleagues. 
LMS volunteers to participate 
in school events, making a 
substantial contribution. 
LMS participates only in 
required professional 
development activity. 
Distinguished 
Support and cooperation 
characterize relationships with 
colleagues. LMS takes 
initiative in assuming 
leadership among the faculty. 
LMS volunteers to participate 
in school events, making a 
substantial contribution, and 
assumes a leadership role in at 
least some aspect of school 
life.. 
LMS actively seeks ongoing 
professional growth 
opportunities, participates 
willingly and translates 
learning into practice. 
Evidence 
LMS Signature Administrator's Signature 
511 5/05 
APPENDIX 

Berkshire Union Free School District 
Canaan, New York 12029 
CRITERIA AND SCORING RUBRICS FOR TEACHING ASSISTANTS 
Name: Date: 
DOMAIN 1: PLANNING AND PREPARATION 
While this is not typically the responsibility of the teaching assistant, this space is 
available for any possible notations of teaching assistant involvement in planning 
or preparation for the lesson observed. 
DOMAIN 2: THE CLASSROOM ENVIRONMENT (Shaded box represents Level of 
Performance) 
j . ,  
UNSATISFACTORY 
2a: Creating an Classroom interactions, 
Environinent.of Respect. both between the 
, . 
aridXaEPdft 1 : - teaching assistant and 
students and among 
students, are negative 
andlor inappropriate, and 
characterized by sarcasm, 
put-downs, or conflict. 
2b: Establishing a Teaching assistant does 
Culture for Learning not display commitment 
to learning or subject 
matter, and exhibits low 
expectations for student 
achievement. 
2c: Manag$g. . Teaching assistant fails to 
performing routine 
, . 
%.' 
-1 classroom procedures. 
.',.'- t  r:
AT-: .- 
.%# *" 
2d: Managing. stud&. , . Teaching assistant does 
_ - ,  . I  Behavior . . . ' = ' ' not express clear 
. - . T  ' 
expectations for student 
behavior when 
. appropriate. Neither 
monitors nor responds 
. . ypropriately to student 
. 
misbehavior. 
PROFICIENT 
Classroom interactions 
reflect general warmth and 
caring, and are respectful 
of the cultural and 
developmental differences 
among groups of students. 
The classroom 
environment represents a 
genuine culture for 
learning, with 
commitment to the subject 
on the part of both teacher 
and students and high 
expectations for student 
achievement. 
Teaching assistant 
responds to routine needs 
in classroom management 
and procedures without 
prompting fiom teacher. 
Teaching assistant is 
aware of student behavior 
and supports established 
standards of conduct. 
Responds to student 
misbehavior in ways that 
are appropriate and 
respectful of the students. 
DISTINGUISHED 
Classroom interactions 
are highly respectful, 
reflecting genuine 
warmth and caring 
toward individuals. 
Teaching assistant 
demonstrates and 
expresses enthusiasm and 
commitment to subject 
matter and student 
learning. 
Teaching assistant 
anticipates needs of 
teachers and students 
regarding routines and 
procedures, and initiates 
appropriate action. 
Teaching assistant's 
monitoring of student 
behavior is subtle and 
preventive, and teaching 
assistant's response to 
student misbehavior is 
sensitive to individual 
student needs. 

CRITERIA AND SCORING RUBRICS FOR TEACHING ASSISTANTS 
Name: 
DOMAIN 3: INSTRUCTION 
COMPONENT :- 
- .  - 
3a: Communicating 
Clearly and 
orally and in writing. Accurately 
LEVEL - OE~E&FORMGNCE , ,  
low-level and may contain 
errors, or is confusing or 
inappropriate. 
Seeks to ensure 
successful learning, 
responding to student 
interests and questions. 
UNSATISFACTORY 
Oral and written 
communication is of a 
3b: Demonstrating . 
Flexibility and 
Responsiveness. 
' .  
. , 
DOMAIN 4: PROFESSIONAL RESPONSIBILITIES 
PROFICIENT 
Communicates clearly 
and appropriately, both 
Demonstrates limited 
flexibility and 
responsiveness to 
students' needs and 
interests. Assumes little 
responsibility for students' 
failure to understand. 
To be addressed in post-conference, 
Reflecting on professional practices. 
Maintaining records. 
Communicating with teaching1Agency staff. 
Contributing to School and District. 
Growing and developing professionally. 
Showing professionalism. 
DISTINGUISHED 
Oral and written 
communication is clear, 
appropriate and 
expressive, anticipating 
possible student 
misconceptions. 
Highly responsive to 
students' interests and 
questions, and persists in 
ensuring success for 
students. 

APPENDIX 
D 

PROFESSIONAL GROWTH PLAN PROPOSAL 
FOR 
STUDENT SERVICES STAFF, LIBRARY MEDIA SPECIALIST, TENURED 
TEACHERS, AND TENURED TEACHING ASSISTANTS 
Name and Job Title: I Date: 
State you plan: 
Describe your proposal: 
Outline the goals and state how they support District goals: 
Explain how results will be assessed: 
Document timeline and dates for completing goals: 
Date of Planning Conference: 
Suggestions/Amendments to plan as a result of Planning Conference: 
Signature of Educator. Date Signature of Administrator Date 

APPENDIX 

FINAL EVALUATION OF 
PROFESSIONAL GROWTH PLAN OPTION 
SELF-EVALUATION 
Other participants (if any) in project: 
Name: 
Educator will attach copies of documents 
Date: 
Describe the major activities of the project. Include references used, successes and failures, and lessons 
learned. 

APPENDIX 

ADMINISTRATOR'S EVALUATION SUMMARY 
I Name: I Date of Post-Conference: 
Educator should bring copies of informational documents, logs of activities, reflective 
journal entries, lesson plans, workshop description, etc. 
Signature of TeacherITeaching Assistant Date Signature of Administrator S j  -a -- - -I+. 
Signature indicates only that educator has read Administrator's Summaly; s/he m q  not necessarily be in agreement. 
Additional Teachermeaching Assistant Comments: 

APPENDIX 

TEACHER lMPROVEMENT PLAN 
In accordance with section 100.2 (0) of the Commissioner's Regulations, item (4) 
Teacher hprovement. The following addresses the performance of teacher whose 
performance is evaluated as unsatisfactory and shall require the development of a teacher 
improvement plan. 
In the event of an unsatisfactory rating in any category of the 4 topics listed on The 
Evaluation/Obqervation Form, the teacher and administration shall collaborate to write an 
Improvement Plan. The plan must focus on those areas deemed deficient, and shall 
include the criteria specified for a teacher improvement plan in the regulations of the 
commissioner. 

Berkshire Union Free School District 
Canaan, New York 12029 
Teacher Improvement Plan Addressing Concerns/Deficiencies 
Teacher Date 
Administrator 
Domain 1 - Planning and Preparation 
Identify Areas of Concern by Specific Component: 
(If there are none, write NONE.) 
Target Dates/Timeline: 
(Ensure that timeline is clear and realistic.) 
Specific Evidence of Progress/Improvement as Related to Each Identified Component: 
Additional Trainingh-Service: 
(Identify specific training or staff development activities necessary to achieve the desired progress or improvement.) 
Domain 2 - Classroom/Student Services Environment 
Identify Areas of Concern by Specific Component: 
(If there are none, write NONE.) 
. Target DateslTimeline: 
(Ensure that timeline is clear and realistic.) 
Specific Evidence of Progress/hprovement as Related to Each Identified Component: 
Additional Trainingh-Service: 
(Identify specific training or staff development activities necessary to achieve the desired progress or improvement.) 

Teacher Improvement Plan Page 2 
Domain 3 - Instruction/Counseling 
Identify Areas of Concern by Specific Component: 
(If there are none, write NONE.) 
Target Datesnimeline: 
(Ensure that timeline is clear and realistic.) 
Specific Evidence of Progresshprovement as Related to Each Identified Component: 
Additional TrainingAn-Service: 
(Identify specific training or staff development activities necessary to achieve the desired progress or improvement.) 
Domain 4 - Professional Responsibilities 
Identify Areas of Concern by Specific Component: 
(If there are none, write NONE.) 
Target Datesnimeline: 
(Ensure that timeline is clear and realistic.) 
Specific Evidence of Progress/lmprovement as Related to Each Identified Component: 
Additional TrainingIIn-Service: 
(Identify specific training or staff development activities necessary to achieve the desired progress or improvement.) 
Summary: 
Teacher Date 
Administrator Date 

Schedule A 
2004-05 TEACHER SALARY SCHEDULE 
BACHELOR'S LEVEL 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Longevity 
Year 25+ 

Schedule B 
2004-05 TEACHER SALARY SCHEDULE 
MASTER'S LEVEL 
LEVEL MASTERS M + 6 M + 1 2  M + 1 8  M + 2 4  M + 3 0  
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Longevity 
Year 25+. 

Schedule C 
2005-06 TEACHER SALARY SCHEDULE 
BACHELOR'S LEVEL 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
21 
22 
Longevity 
Year 25+ 

. Schedule D 
2005-06 TEACHER SALARY SCHEDULE 
MASTER'S LEVEL 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
16 
17 
18 
19 
20 
2 1 
22 
Longevity 
Year 25+ 

Schedule E 
BERKSHIRE UNION FREE SCHOOL DISTRICT 
TEACHING ASSISTANTS SALARY SCHEDULE 
10 MONTHS 
17280 
17649 
18020 
18391 
18761 
191 32 
19501 
19872 
20243 
20613 
20984 
21 355 
21 724 
22095 
22466 
22836 
23207 
23577 
23913 
Longevity 51 5 

Berkshire Union Free School District 
Canaan NY 12029 
SCHEDULE F 
COACHING POSITION STIPENDS 
Stipends will remain constant for duration of the contract. 
(July 1, 2004 - June 30, 2006) 
- - - I Varsity Basketball Coach 
Varsity Basketball Assistant Coach 
I JV Basketball Assistant Coach I 1,950 I 
2,400 
JV Basketball Coach 
I Modified Basketball Coach 
I 
2,600 
I 
--- I Cross Country Assistant Coach 1 
Modified Basketball Assistant Coach 
Cross Country Coach 
I Varsity Baseball Coach I 2,200 I 
1,125 
2,000 
I Track and Field Assistant Coach I 1,650 . 1 
Varsity Baseball Assistant Coach 
Varsity Football Assistant Coach 
Track and Field Coach 
1,650 
2,250 
2,200 
Varsity Volleyball Coach 
Varsity Volleyball Assistant Coach 
Modified Soccer Coach 
*Requirements for all coach and assistant coach positions: 
CPR and First Aid Training 
Coaching Certificate (completed or in process) 
Driver's License 
1,800 
1,350 
1,200 
Modified Soccer Assistant Coach 900 

